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Higher education institutions throughout the globe are under pressure to change and are 
currently facing daunting challenges. To meet the challenges, Thailand‘s higher education 
institutions made reform in terms of academic excellence and requisite standards and quality 
assurance which could ultimately affect job satisfaction and job performance of academic 
administrators. This study aimed at investigating the relationship between Person-
Organization fit (P-O fit), proactive personality, organizational climate and job performance 
with the mediating role of job satisfaction. The study utilized survey questionnaires which 
were randomly distributed to 417 academic administrators of public universities in Southern 
Thailand. Out of 417 questionnaires distributed, 187 questionnaires were returned and 
usable, giving a 45 % of response rate.  The hypotheses were tested using PLS-SEM path 
modeling techniques. It was found that 7 out of the 9 hypotheses were supported, while the 
other 2 were not supported. The results showed that there are positive and significant 
relationship between P-O fit, proactive personality, organizational climate and job 
performance. The study also found positive and significant relationship between P-O fit, 
organizational climate and job satisfaction but no significant relationship between 
personality and job satisfaction. The study also found that job satisfaction mediates the 
relationship between P-O fit, organizational climate and job performance. Overall, the 
findings of the present study provide support of Attraction-Selection-Attrition (ASA) theory 
and TWA theory. By implication this study contributes to the body of knowledge as well as 
to the policy makers to take appropriate decision on how to improve the performance of 
academic administrators. Finally, direction for future research and the conclusion were 
discussed.  













Institusi pengajian tinggi di seluruh dunia berada di bawah tekanan untuk berubah dan 
sedang berhadapan dengan pelbagai cabaran. Untuk menghadapi pelbagai cabaran, 
pendidikan tinggi di Thailand telah membuat pembaharuan dari segi kecemerlangan 
akademik dan keperluan piawaian dan jaminan kualiti yang akhirnya boleh 
mempengaruhi kepuasan kerja dan prestasi kerja pentadbir akademik. Kajian ini 
bertujuan untuk mengkaji hubungan antara pemadanan Manusia-Organisasi, personaliti 
proaktif, iklim organisasi dan prestasi kerja dengan peranan pengantara kepuasan kerja. 
Kajian ini menggunakan soal kaji selidik yang telah diedarkan secara rawak kepada 417 
pentadbir akademik universiti awam di Selatan Thailand. Daripada 417 soal selidik yang 
diedarkan, 187 soal selidik telah dikembalikan dan boleh digunapakai, menjadikan 45% 
kadar tindak balas. Hipotesis kajian telah diuji menggunakan teknik pemodelan PLS-
SEM. Hasl kajian mendapati 7 daripada 9 hipotesis telah disokong, manakala 2 yang lain 
tidak disokong. Hasil kajian menunjukkan bahawa terdapat hubungan yang positif dan 
signifikan antara pemadanan Manusia-Organisasi, personaliti proaktif, iklim organisasi 
dan prestasi kerja. Kajian ini juga mendapati hubungan yang positif dan signifikan antara 
pemadanan Manusia-Organisasi, iklim organisasi dan kepuasan kerja tetapi hubungan 
yang tidak signifikan antara personaliti dan kepuasan kerja. Kajian ini juga mendapati 
bahawa terdapat kesan pengantara kepuasan kerja dengan pemadanan Manusia-
Organisasi, iklim organisasi dan prestasi kerja. Secara keseluruhan, dapatan kajian ini 
menyokong teori Tarikan-Pemilihan-Pergeseran (ASA) dan teori pemadanan Manusia-
Organisasi. Implikasi kajian ini menyumbang kepada bidang ilmu pengetahuan dan juga 
kepada pembuat dasar untuk mengambil keputusan yang sesuai bagi memperbaiki 
prestasi pentadbir akademik. Akhirnya, arah tuju penyelidikan di masa hadapan dan 
kesimpulan telah dibincangkan. 
 
Kata kunci: Pemadanan Manusia-Organisasi, personaliti proaktif, iklim 
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1.0 Introduction  
This chapter presents the background of the study, the problem statement, research 
questions, research objectives, significance of the study, and scope of the study as well as 
operational definitions of key terms used in this study. 
 
1.1 Background of the Study 
Throughout the globe, higher education institutions are under pressure to change and are 
currently facing with daunting challenges.  This observation holds true not only in 
developed countries, but also in developing countries like Thailand.  In this more 
competitive environment, direct management by governments is no longer appropriate 
and it requires new ways of managing and organizing universities. Offices of the Higher 
Education Commission (OHEC) (2014) have reformed the Thai higher education system 
in response to the emerging needs of the society and economy. OHEC changed the higher 
education system because it believed that it would serve national priorities as well as 
address global, national, regional and local demands with the goals to enhance the 
country competitiveness. It is believed that the change will serve as prime-movers for the 




The success and performance of the universities depend on the joint coordination of 
management and academic leaders that are involved in the process. Therefore, academic 
leaders and the management have to work in harmony by following the strategic plan, to 
ultimately improve work processes and leadership in the organization.  Academic leaders 
are responsible for the success or failure of the academic organizations they lead. 
Evolving demands from both internal and external forces create a turbulent environment 
for administrators. Research has shown that strong and supportive leadership from 
administrators is imperative for the continuous enhancement of knowledge, skills, and 
performance of their staff (Cashin, 1996; McElroy, 2005). Green (1988) noted that 
college and university leaders are also in the business of creating other leaders. 
Traditionally, leadership in academic programs comes from within faculty ranks (Carroll 
& Wolverton, 2004).  Faculty members often become administrators simply because it is 
their turn (Strathe & Wilson, 2006). Others assume program leadership status because 
their superiors and colleagues believe they would be good administrators (Wolverton & 
Gonzales, 2000). Because faculty has been trained as scholars, their experience often 
does not prepare them for leadership. Teaching, research, and service, the three-legged 
stool of academia, does not necessarily prepare faculty for administrative excellence 
which in turn affect their job performance. Indeed, while leaders work with others, 
scholarly work often rewards independent effort (Strathe & Wilson, 2006).   
 
Thus, a high quality of academic administrators is important to support the university to 
reach their goals accordingly. The plan for development of academic administrators 
capable of delivering that level of support is important. Thus, to develop the capacity of 
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universities and academic excellence, OHEC bring the dimension of staff development, 
such as mentoring in teaching, learning and university management; development 
university leadership; research capacity strengthening; and awarding of successful 
academic awards.  Less focus on paper work and routine will allow the academic 
administrators to focus more on important issues, such as the strategy of higher 
education, cooperation with neighboring universities, and raising the educational level of 
both students and teachers. At the same time, they are also facing with challenges to cope 
and balance between academic and administrative demands that will affect their job 
performance. 
 
1.2 Problem Statement 
 
In order to establish the presence of challenges situation that might affect the job 
performance of academic administrators in public universities in preparation for the 
current study, a preliminary study was conducted. A preliminary study is a valuable 
means of asking open-ended questions in order to discover what is happening and to gain 
insights about the topic of interest. It is particularly useful if researcher wish to clarify 
their understanding of a problem for example, if they are unsure of the precise nature of 
the problem. There are many ways to conduct preliminary research. These include a 
search of the literature, interviewing ―experts‖ in the subject, conducting in-depth 
individual interviews.  
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For this research, preliminary interviews were conducted on academic administrators 
who have hold two positions as academics and academic administrators as participants. 
Five academic administrators were selected at random and were interviewed.  They are 
currently working in the public universities (Refer to Appendix F). About six (6) 
questions were asked about what surprised them when taking their first appointment as an 
academic administrators such as whether the position require them to evaluate their 
colleagues, time management, maintain friendship, toughest part in decision making, 
documentation and how the role as academic administrators hinder them from devoted to 
teaching, research and publication (Refer to Appendix G). The results showed that 60% 
of these academic administrators who were interviewed involved in the evaluation of 
their colleagues and only two acadmic administrators (40%) had not involve in the 
evaluation process of the colleagues. Those involved in the process of evaluation of their 
colleagues found it hard and tough to evaluate when come to subjective measures. 
 
The second question asked about their time management. The result showed that 80% of 
these academic administrators do not manage their time well due to lack of control of 
time on their parts and only 20% of the academic administrator managed the time well.  
The third question was about maintain friendship and to be fair with their colleagues. The 
result showed that 80% of academicians do not seem to maintain friendship among their 
colleagues due to different roles that they need to perform.  The fourth question was  
about the toughest part of academic administrators‘ decision. They gave different 
reasons, such as ―To decide on the punishment if the colleagues involve in wrong doing‖; 
―When I have to or be part of a group to make non popular decisions or to start changes‖; 
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―Decision involves monetary‖; ―When the decision is contradict with my job 
description‖; ―When I cannot make a decision on my own.‖  
 
The fifth question was about their involvement in documentation for the purpose of 
accreditation. All the respondents said ―Yes‖ they involved, for different reasons, such as 
―when it comes to the curriculum review of the program courses offered‖; ―I am involved 
in documentation‖; ―Everything related to work need to be documented‖; ― I involved 
with accreditation such as quality certification.‖ 
 
The last question was about how the roles of academic administrator can hinder them 
from devoted to teaching, research and publication. The result showed that 80% of the 
academics agreed that the role as academic administrators hinder their academic work, 
and 20% found no clash between academic work and as administrator.  They gave 
different reasons such as ―Sometime but it is manageable‖; ―Sometimes it feels as if more 
focus is on administrative and I usually, have to stay back for my own teaching 
preparation, research and publication‖; ―Because it effect teaching (i.e teaching 
preparation)‖; ―It effects my teaching quality time.‖  
The results of the preliminary study clearly indicated the existence of challenges that 
could affect the job performance of academic administrators. It clearly revealed critical 
points regarding the relationship between academic administrators and their work in 
faculty. The academic administrators have expressed words showing the clash between 
their role as academic faculty and academic administrator. 
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Based on the above mentioned situations, it seems clear that by nature, academic 
administrators are usually very busy people with variety of duties, some of which are 
complex, and sometimes conflicting. These duties, for instance, include academic 
governance, instruction, staff and student affairs, external communications, budgeting, 
resources and office management and staff development. The academic administrators 
are therefore, more vulnerable to stress than lecturers because they find themselves not 
only doing those things lecturers are expected to do - teach, research, publish, and 
extension services, but more. The result is that they experience more work overload, 
conflicting roles, role ambiguity, numerous deadlines and numerous meetings which may 
require ability to adjust and cope with unexpected circumstances, which in turn will 
affect their job performance.   
 
The above situations may require academic administrators to possess certain 
characteristics in order to perform better in such challenging environment. Such quality 
like Person-Organization fit (P-O fit) which is the person perspective on organizational 
behavior operationalized as the compatibility between people and organization that 
occurs when at least one entity provides what the other needs‘ or they share similar 
fundamental characteristics (Kristof, 1996) is very much relevant within the context of 
current transformation in higher education.  The review of the consequences of P-O fit 
literatures revealed that work attitude variables such as job satisfaction and organizational 
commitment had been extensively used as outcome variables. On the other hand, the use 
of behavioral outcome measures such as performance has been relatively rare 
(Karakurum, 2005). Because of their importance for practitioners and in organizational 
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settings, the study used job satisfaction and job performance as individual outcome 
measures, to investigate the consequences of P-O fit. Furthermore, much research has 
been published in both the academic and business sector (e.g., Elfenbein & O‘Reilly, 
2007; Jansen & Kristof-Brown, 2006; Kristof, 1996; Kristof-Brown, Zimmerman, & 
Johnson, 2005; Verquer, Beehr, & Wagner, 2003; Liu, Liu & Hu, 2010; Santos, & De 
Domenico, 2015).  
 
A few empirical studies have been based on samples from Thailand, so relatively little is 
known about the effects of P-O fit on attitudes and the behaviors of the academic 
administrators in public universities. Also less has been published on P-O fit in a higher 
education environment (Lindholm, 2003; Santos, & De Domenico, 2015). Most business 
focused research considers the implications of fit on outcome variables, but, again, little 
has been done on this subject in higher education (see De Domenico, 2015). Overall, very 
little research has been conducted on the impact of environmental change on P-O fit or on 
the implications of that change on employee outcomes in any context. The focus of this 
research was to evaluate P-O fit driven by an evolving academic environment due to 
transformation in Higher Education. 
 
Another variable under person perspective as noted by Schneider, Goldstein and Smith 
(1995), sees the personality attributes of the people in a setting as the fundamental 
defining characteristic of that setting.  The person perspective argues that one can predict 
behavior by measuring needs, traits, values and motives. Schneider at al.‘s (1995) 
Attraction-Selection-Attrition framework (ASA), which argue that people seek out 
8 
situations that are attractive to them, are selected to be a part of that situation and help to 
determine the situation by remaining in that situation, is one of the major theories that 
emphasize the role of people in situations. It implies that people are particularly 
important in the organizational context and are responsible for the structure, processes 
and culture of the organization.  Therefore, this study focuses on proactive personality 
operationalized as personal disposition toward proactive behavior and to identify 
differences among people in the extent to which they take action to influence their 
environments (Bateman & Crant, 1993) as determinant of job satisfaction and job 
performance given the nature of higher education institutions which is currently 
undergoing massive transformation.  Previous studies have given more emphasis on the 
relationship between personality dispositions and job satisfaction from a trait perspective, 
and more specifically the five-factor model of personality dimensions as conceptualized 
by Costa and McCrae (1992).  
 
Finally, the situationist perspective focus on situational conditions such as job design, pay 
systems, leadership and so forth in understanding and predicting the behavior of 
organization and people in them is chosen in this study. One of such situational variable 
is organizational climate operationalized as the perception of work environment by the 
members of the organization including the working conditions, encouragement by the 
members of the organization including the work environment (Chen & Hu, 2008) was 
chosen in this study.  Organizational climate is seen as situational conditions which are 
very much relevant to the current situation of higher education context which is under 
pressure to change and transform.  Thus, this study attempts to identify how P-O fit, 
9 
proactive personality and organizational climate affect job performance of academic 
administrative mediated by job satisfaction. 
 
1.3 Research Questions 
In achieving the research objectives, this research addresses the following questions: 
1. Does P-O fit affect job performance of academic administrators? 
2. Does proactive personality affect job performance of academic administrators? 
3. Does organizational climate affect job performance of academic administrators? 
4. Does job satisfaction serves as mediator between P-O fit, personality, 
organizational climate and job performance? 
 
1.4 Research Objectives  
There research objectives of this study are: 
1. To identify the influence of P-O fit on job performance of academic 
administrators. 
2. To investigate the influence of proactive personality on ob performance of 
academic administrators. 
3. To determine the influence of organizational climate on job performance of 
academic administrators. 
4. To examine the mediating effect of job satisfaction on the relationship between P-




1.5 Scope of the Study 
This study is limited in identifying variables classified as person and situational factor 
which may have influence on individual outcomes such as job satisfaction and job 
performance. Person variables in this study include P-O fit and personality, whereas 
situational variable in this study focuses on organizational climate.  The selection of 
person and situational variables in this study is deeming very relevant within the context 
of higher education system which is currently under pressure to change in terms of 
governance and university personal management. Thus, Thai government has 
transforming the status to autonomous universities in order to increase efficiency.  
 
Therefore, academic administrators in public universities are the subject under 
investigation in this study. These administrators usually hold position as Dean of the 
Faculty, Assistant Dean, Associate Dean, and Head of the Departments working at 
various faculties in the public universities of Southern Thailand. These groups were 
considered because they are the institutional managers and play leadership role at the 
discipline level, and the key in implementing institutional change.  They also play 
significant role in providing support to both the academic and management alike toward 
the accomplishment of university goals and objectives.   
 
1.6  Significance of the Study 





First, this study enables the investigation of the relationship between P-O fit and several 
individual outcome variables such as job satisfaction and job performance in Southern 
Thailand public university context. In addition to previous studies on P-O fit were made 
available mostly in business sector and lack of studies analyzing person-organization fit 
have been conducted within higher educational sector. Higher education is going through 
substantial changes in the face of increased demand for accountability, increased 
diversity, and budget cuts among other issues. As such the responds by public 
universities affects not only academic programs, faculty, and students but also the 
administrative structure. Thus, a study on the influence of P-O fit on job satisfaction and 
job performance among academic administrators was held very important.  
 
Second, the study contributes to the growing body of knowledge focus on organizational 
decision, P-O fit, job satisfaction and job performance. Therefore P-O fit will show the 
relationship to multiple organizational outcomes including enhanced job satisfaction, job 
performance leading to increased productivity, and reduced employees‘ turnover.  
 
Third, this study measures job performance as multidimensional with five dimensions 
(creativity, reactivity, interpersonal, training and learning, managing) that collectively 
form job performance. This study examines all the five dimensions and they have the 





Practically, due to the immense nature in the role of higher education in the society 
requires some significant changes and improvements that enables higher education sector 
to achieve the national policy objectives. These changes may have influence on faculty 
members in general and the academic administrators in particular especially with regards 
to job satisfaction and job performance.  Thus, study on the changes in higher educational 
institution is very much significant and how person and situational variables such as PO-
fit, personality and organizational climate are affected by changes in the system on job 
satisfaction and job performance.   
 
Therefore, this study is very useful to government in making policy and decision by 
understanding the factors that improve job satisfaction as well as the performance in 
higher education institutions in Thailand. 
 
1.7  Definitions of Key Terms 
Listed below are the operational definitions of key terms used in the study. 
 
1.7.1 Job Performance 
Job performance in this study refers to adaptive performance that is the capability to deal 
with unstable competitive environments, and adjustments to the ongoing changes 
(Hesketh & Neal, 1999; Pulakos,Arad,Donovan, & Plamondon, 2000; Pulakos et al., 
2002; Pulakos, Dorsey, & white, 2006).This study used multidimensional measure of 
adaptive performance with five dimensions such as: First, creativity, represent the 
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employees‘ ability to find solutions for, or new approaches to complex or previously 
unknown problem. Second, reactivity in the face of emergencies or unexpected 
circumstances combines items that account for the ability to manage priorities and adapt 
to new work situations. Third, interpersonal adaptability represents employee ability to 
adjust their interpersonal style to work effectively with different firm. Fourth, training 
and learning effect capture the tendency to initiate action to promote personal 
development. Fifth, managing stress corresponds to an individual‘s ability to maintain his 
or her composure and to channel his or her team‘s stress (Audrey and Patrice, 2012). 
 
1.7.2 Person-Organization Fit 
P-O fit is defined as the compatibility between people and organization that occurs when 
at least one entity provides what the other needs‘ or they share similar fundamental 
characteristics (Kristof, 1996).In this study, P-O fit is defined from the value congruence 
perspective, which is the most commonly adopted.  Verquer et al., (2003) found that the 
value dimensions of congruence can better predict employees‘ attitudes, including job 
performance, organizational commitment, and intention to leave. 
 
1.7.3 Personality 
Personality in this study refers to proactive personality.  It is defined as personal 
disposition toward proactive behavior and to identify differences among people in the 




1.7.4 Organizational Climate 
Organizational climate is operationalized as the perception of work environment by the 
members of the organization including the working conditions and encouragement by the 
members of the organization including the work environment (Chen & Hu, 2008).  
 
1.7.5 Job satisfaction 
Job satisfaction is defined as an attitude that individuals have about their jobs. It is an 
extent to which one feels positively, or negatively about the work, co-workers, 
supervision, promotional opportunities, pay, progress, and the organization to assess 
overall job satisfaction (Bhuian  & Menguc, 2002). 
 
1.7.6 Academic Administrator/Academic leader 
Academic administrator or academic leader is someone who has both the means and 
ability to bring about change and influence the policy in a business of university for 
example, Dean, Deputy Dean, Head of department, Head of program, Deputy Head of 
department, Director, Deputy Director, or anyone else with such formal or informal 
authority. Lees (2006) and Tucker (1993) explain that academic administrator wears 
many hats with respect to interacting with the faculty they are link between teaching and 
research by undertaking in all or part such as coach/mentor, course scheduler, 





1.8 Organizations of the Thesis 
This study is divided into five chapters. Chapter One generally introduces the whole idea 
and justifications for conducting this study. This chapter comprises of eight major 
subsections including background of the study, problem statement, research questions, 
research objectives, research significance and scope of study, definition of key terms, and 
thesis organization.  
 
Chapter Two provides literature review on the concepts, the relationship between 
variable, underpinning theories, hypotheses development, and conceptual framework.  In 
essence, apart from the introduction of the chapter, other main sections follow are 
concerned with the review of the concept of job performance, concept of P-O fit, concept 
of proactive personality, concept of organizational climate, as well as the concept of job 
satisfaction. Others include underpinning theories, development of hypotheses, research 
framework, and finally, summary of the chapter.   
 
Chapter Three describes the methodology used in the study, which covers the research 
design, population and sample, measurement and instrumentation, questionnaire design, 
pretest and pilot study, data collection, reliability test, analysis method, and summary. 
Chapter Four presents the analyses and results of this study. This chapter discussed about 
the research finding, followed by response rate, preliminary analysis, PLS-SEM path 
modeling analysis that concerns with both measurement and structural models of both 
main and mediation analyses, and finally, summary of the chapter. 
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Finally, Chapter Five concludes the study by discusses the significant findings and 
presenting the contribution of this study and the limitations. This chapter also provides 


























This chapter opens with an explanation of the concept of job performance as the 
individual outcome variable of the study and explains about Fit theory for example 
person-organization (P-O fit) definition, the types of P-O fit. Then, follow with a 
thorough discussion of P-O fit, organizational climate, personality and job satisfaction. 
Whereas, in the second stage of this literature review, underpinning theories are 
reviewed, and at the same point, the past empirical studies on the relationships between 
P-O fit, proactive personality, organizational climate and job performance as well as job 
satisfaction as the mediator are also discussed in order to develop research hypotheses, 
and research framework. Finally, summary of the chapter is presented at the end. 
 
2.1 Job Performance 
Individual job performance is always used as an outcome measure of the studies. An 
evaluation of employee performance is necessary for several reasons such as 
compensation, promotion, employee training and feedback and personal research. There 
is a wide agreement that job performance is a multidimensional construct (Borman & 
Motowidlo, 1993; Campbell, Gasser, & Oswald, 1996).  
 
There are two general factors that have received the most attention among the dimensions 
of performance that have been discussed, which are task performance and contextual 
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performance (Borman & Motowidlo, 1993; Motowidlo & Schmit, 1999; Motowidlo & 
1991). First, task performance includes behaviors that contribute to the core 
transformation and maintenance activities in an organization, such as producing products, 
selling merchandise, acquiring inventory, managing subordinates, or delivering services 
(Motowidlo & Schmit, 1999). Second, contextual performance refers to behaviors that 
contribute to the culture and climate of the organization, in other words, the context 
within which transformation and maintenance activities are carried out (Beffort & 
Hattrup, 2003). Volunteering for extra work, persisting with enthusiasm, helping and 
cooperating with others, following rules and procedures, and supporting or defending the 
organization are examples of contextual performance behaviors (Motowidlo & Schmit, 
1999). Contextual performance is important for organizations because it facilitates the 
meeting of organizational goals and organizational performance. 
 
Since working environment has changing rapidly, especially within the context of 
universities, organizations need more adaptable employees who can work creatively, 
learn new skill and adapt to diverse social contexts and novel environments. The new 
reviewed job performance has identified by Koopmans, Bernaards, Hildebrandt, 
Schaufeli, de Vet Henrica, & van der Beek (2011) with dimension of adaptive 
performance. This dimension focuses on the growing interdependency and uncertainty of 
work systems and the corresponding change in the nature of individual work 
performance. Adaptive performance can be defined as the extent to which an individual 
adapts to changes in the work role or environment (Griffin, Neal, & Parker, 2007). 
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Individual differences such as prior experience and self-efficacy have been extensively 
examined as predictors of adaptive performance. The nature of work and organizations 
has increasingly become dynamic, complex and often unpredictable. The need for 
adaptive individuals who have the proficiency to manage the challenges associated with 
adapting to and working effectively in a versatile environment is evident (e.g. Pulakos et 
al., 2000). For example, in a global economy, multicultural teams have become the reality 
in business and governments around the world (Connaughton & Shuffler, 2007; Ilgen & 
Pulakos, 1999) and success in these culturally diverse settings is greatly influenced by an 
individual‘s capability to operate effectively in a variety of different countries and with 
individuals who possess different cultural backgrounds (Black, 1990; Noe and Ford, 
1992). Given that new work settings require individuals to adapt to changing 
environmental demands and opportunities to operate effectively, many scholars have 
identified adaptability as a crucial component of performance in many jobs (e.g. Burke et 
al., 2006; Hesketh & Neal, 1999; Pulakos et al., 2000). 
 
Although there is discussion about whether adaptive performance is a unique dimension 
of performance, much of the work to date has demonstrated that adaptive performance is 
a component of overall performance that can be distinguished from task and contextual 
performance (Han & Williams, 2008; Johnson, 2001; Pulakos et al., 2000; Rosen et al., 
2011). In their seminal work, Pulakos et al. (2000) have conceptualized adaptive 
performance as a multidimensional construct and found empirical support for an eight 
dimension model of adaptive performance: First is handling emergencies or crisis 
situations, Second is  handling work stress, Third is solving problems creatively, Fourth 
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is dealing with uncertain and unpredictable work situations, Fifth is learning work tasks, 
technologies, and procedures, Sixth is demonstrating interpersonal adaptability, Seventh 
demonstrating cultural adaptability, and eighth  is demonstrating physically oriented 
adaptability. Generally, adaptive performance refers to the proficiency with which an 
individual changes his or her behavior to meet the demands of the environment, an event 
or a new situation (Johnson, 2001; Pulakos et al., 2000). Previous research has 
extensively examined the predictors of adaptive performance, but limited research 
attention has been directed at the predictors that facilitate adaptability in multicultural 
settings (e.g. Oolders et al., 2008). Furthermore, given the challenges associated with 
working in a multicultural environment (Ang & Van Dyne, 2008), more empirical 
research is needed to understand the determinants of adaptive performance. Audrey and 
Patrice (2012) had developed and evaluated the new scale of adaptive performance to 
become five dimensions such as creativity, reactivity, interpersonal, training and learning, 
and handing work stress. This study will explore about individual job performance in five 
dimensions among academic administrators in Southern Thailand that have effect from 
multicultural and the changing of the environment. 
 
2.2 The Concept of Fit 
The concept of P-O fit that has been interested among both researchers and managers 
during recent years whose concern is the antecedents and consequences of compatibility 
between people and the organizations in which they work. Kristof (1996) proposed that 
P-O fit is about the relationship between the fundamental characteristics of a person such 
as values, goals, personality and attitudes and fundamental characteristics of an 
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organization such as culture, climate, values, goals and norms. The literature on 
consequences of P-O fit has demonstrated significant relationships with important 
individual outcome variables such as job satisfaction, organizational commitment, 
intention to quit, turnover, and task performance (Hoffman & Woehr, 2006; Kristof-
Brown, Zimmerman, & Johnson, 2005; Verquer, Beehr, & Wagner, 2003; 
Wheeler,Gallagher, Brouer, & Sablynski, 2007;L.B.D Santos & S.M.R. De Domenico, 
2015). Kristof (2005) has found the correlation between P-O fit and outcomes. According 
to her specify, P-O fit had strong correlation with job satisfaction and organizational 
commitment. In adition, the previous study found that P-O fit is related to performance 
(Santos & Domenico, 2015). Because of its relationship with individual outcome 
variables, P-O fit has important implications for selection process of organizations, which 
is analyzed in the literature on antecedents of P-O fit. In terms of selection practices, P-O 
fit research is concerned with examining the phenomenon of hiring people for 
organizations not only for jobs (knowledge, skill, and abilities: KSAs) (Chatman, 1989). 
Therefore, it offers a more comprehensive and flexible approach to employee selection. 
The focus of this study will be the consequences of P-O fit. 
 
2.3 Types of Fit 
There are various types of fit.  Table 2.1 shows different types of fit and the outcomes. 
Table 2.1  
The relationship between domain of Fit and outcomes.  
Types The conception In relationship to outcomes 
Person-Environment 
fit 
Have defined as the degree to which 
individual and environmental 
characteristics match (Dawis, 1992; 
French, Caplan, & Harrison, 1982; Kristof-
Brown, Zimmerman, & Johnson, 2005; 
Muchinsky & Monahan, 1987). 
P-E fit has been positively related 
to individuals‘ career 
involvement, job satisfaction, 
organization commitment, and 
career success and negatively 




Table 2.1 (Continued) 
Types The conception In relationship to outcomes 
Person-Environment 
fit 
Have defined as the degree to which 
individual and environmental 
characteristics match (Dawis, 1992; 
French, Caplan, & Harrison, 1982; Kristof-
Brown, Zimmerman, & Johnson, 2005; 
Muchinsky & Monahan, 1987). 
P-E fit has been positively related 
to individuals‘ career 
involvement, job satisfaction, 
organization commitment, and 
career success and negatively 
related to turnover intentions and 
behaviors. 
Person-Vocation fit The proposed matching of people with 
careers that meet their interest (e.g., 
Holland, 1985; Parsons, 1909; Super,  
P-V fit have positively related to  
P-O fit and P-J fit. 
P-O fit have positive effect on 
work outcomes are indirect rather 
than direct 
Person-Job fit Have refers to the compatibility between a 
person‘s characteristics and those of a 
specific job (Kristof-Brown & Guay, 
2011). 
P-J fit have more strongly related 
to Job satisfaction. 
 
Person-Group fit The interpersonal compatibility between 
individuals and their work groups ( Judge 
& Ferris, 1992; Kristof, 1996 
P-G fit has strongly related to co-
workers satisfaction. A study by 
Boone and Hartog (2011) 
revealed that P-G fit is most 
strongly related to group-oriented 
outcomes like co-worker 




The compatibility between individuals and 
organizations that occurs when at least one 
entity provides what the other needs, they 
share similar fundamental characteristics, 
or both (Kristof, 1996). 
P-O fit was strongly related to 
organization commitment 
intentions to quit (kristof,1996) 
P-O fit has positive relationship 
to contextual performance. 
Source:Amy L Kristof-Brown; Ryan D Zimmerman; Erin C Johnson (2005) 
 
2.3.1 Person-Organization Fit 
P-O fit has long been of interest to many researchers. It refers to compatibility of an 
individual with the organization (Schneider, 2001).  There are distinct of type of fit 
theories, for example, person-environment fit, person-vocation fit, person-job fit. Person-
organization fit was introduced by Kristof (1996) the first time she had presents about the 
conceptual model of person-organization fit that occurs to supplementary as well as 
complementary perspective of fit. The study on P-O fit can be found in organization 
behaviors and human resource management area. The theories and empirical studies on 
P-O fit and significant of matching individual personality for example attitude, value, 
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need, goal and orientation with organizational characteristics for instance culture, value 
and climate. There are many researches descried about the theories of P-O fit related to 
organization outcome such as organization commitment,  job satisfaction, intention to 
quit, turnover, and task performance (Arthur et al.,2006,Hoffman & Woehr, 2006; Kristof 
Brown, Zimmerman & Johnson, 2005; Verquer, Beehr & Wagner, 2003; Wheeler, 
Gallagher, Brouer & Sablynski, 2007). Saks and Ashforth (1997) found that fit was 
positively related to job satisfaction, organization identification, career success, 
organizational effectiveness, lower stress, and health and adaptation, but negatively 
related to intentions to quit and turnover. The definition of P-O fit can be described by 
relationship in Figure 2.1.P-O fit can be further divided into supplementary fit and 
complementary fit.  Theory suggests that supplementary fit is more appropriate than 
complementary fit when examining P-O fit. 
 
―Supplementary fit involves a state where the organization and the person are 
similar, or when one supplements or embellishes the other (Muchinsky & 
Monahan, 1987), and complementary fit refers to the case where a person supplies 
to the environment something that is different or missing (Muchinsky & 
Monahan, 1987)‖.  
 
Schneider‘s (1987) Attraction-Selection-Attrition (ASA) framework argues that 
individuals are not randomly assigned to situations, but rather seeks out situations that are 
attractive to them. Ultimately, individuals will be selected to be a part of that situation, 
and by remaining in that situation, help to determine the situation. Schneider applies this 
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ASA framework to the functioning of the organization. It is argued that organizations are 
one situation that people are attracted to, are selected to be a part of, and remain with if 
there are a good fit or leave if there are not a good fit. 
 
In the literature, P-O fit has been defined based on several perspectives such as value  
congruence (Louis 1980; O‘Reilly, Chatman & Caldwell, 1991; Verqure et al., 2003), 
goal congruence (Vancourver et al., 1994), needs-supplies and demands-abilities 
(Edwards, 1991), and personality-climate fit (Ryan & Schmit, 1996).  
From the value congruence perspective, which is the most commonly adopted, P-O fit 
reflects the extent to which individual and organizational values match (Louis, 1980). 
Verquer et al., (2003) found that the value dimensions of congruence can better predict 
employees‘ attitudes, including job performance, organizational commitment, and 
intention to leave. As for the goal congruence, following Schneider‘s (1987) attraction-
selection-attrition theory, researchers have shown that individuals tend to be attracted by 
and remain at organizations with goals that are similar to their own (Cable & Judge, 
1996).  
 
Specifically, there are four different operationalization of P-O fit. First, operationalization 
of   P-O fit focuses on measuring similarity between fundamental characteristic of people 
and organization such as values and personality, and congruence between individual and 
organization is the most frequently used measure in this type of operationalization 
(Chatman,1989,1991;Judge & Bretz,1992; Posner,1992). Second, operationalization of P-
O fit focuses on goal congruence with organizational leaders or peers (Vancouver, 
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Millsap & Peters, 1994; Vancouver & Scmitt, 1991). Third, operationalization concerns 
the match between individual preferences or needs and organizational systems and 
structures (Bretz, Ash & Dreher, 1989; Cable & Judge, 1994; Turban & Keon, 1993). 
Fourth, operationalization of P-O fit is the match between the characteristics of individual 
personality and organizational climate (Bowen et al., 1991, Burke & Deszca, 1982; 
Ivancevich & Matteson, 1984). 
 
A comprehensive definition is needed to integrate the variety of conceptualizations. 
Kristof (1996) proposed a model in order to generate a comprehensive definition. In the 
model, the relationship between the fundamental characteristics of a person such as 
values, goals, personality and attitudes and fundamental characteristics of an organization 
such as culture, climate, values, goals and norms represents the supplementary fit. On the 
other hand, the relationship between demands and supplies of person and organization 
represents the complementary fit. Specifically, organizations supply financial, physical, 
psychological resources and task-related and interpersonal growth opportunities that are 
demanded by employees. Organizations, in turn, demand time, effort, commitment, 
knowledge, skills and abilities from employees. It should be noted that demands and 
supplies are likely to be influenced by the underlying characteristics of person and 
organization.   
 
P-O fit is defined comprehensively as the compatibility between people and organizations 
that occurs when at least one entity provides what other needs, or, when they share 
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similar fundamental characteristics or both. By this way, both the supplementary and 





















Various Conceptualizations of Person-Organization Fit 
Source: Kristof (1996) 
 
 
The importance of exploring and testing P-O fit concepts and measures in greater variety 
of culture settings and with more diverse groups within the labor market has been 
















































landscape of this area of enquiry (Van Hoof et al.,2006; Erdogan & Bauer,2005; Yaniv & 
Farkas, 2005; Parkes et al.,2001; Turban et al., 2001).  Furthermore, P-O fit poses many 
significant challenges because of disparity in culturally derived value systems and wide 
variation in the meaning and centrally of work in the cross-culture, and increasing 
heterogeneous in the workforce context.  
 
Chatman (1989) investigated how the fit of an employee and organization in individual 
outcome beyond that explained by individual and organizational characteristics (Refer to 
Figure 2.1). The past study tracked the early careers of 171 entry-level auditors in eight 
of largest U.S. public accounting firm and assessed the congruence of their values with 
those of the organization. The result have shown some support for three general 
hypotheses: First, recruits whose values, when they enter, match those of the firm adjust 
to it more quickly; Second, those experience the most vigorous socialization fit the firm‘s 
values better than those who do not; and the Third, recruits whose values most closely 





















Figure 2.2  
Model of person-organization fit 
Source: Chatman,J.(1989). 
 
Studies on job-related attitude found that P-O fit is one of the significant predictors of 
employee organizational commitment (Ambrose, Arnaud, & Schminke, 2008;  Boon, 
Hartog, Boselie, & Paauwe, 2011; Da Silva, Hutcheson, & Wahl, 2010; Vigoda-Gadot & 
Meiri, 2008), job satisfaction (Ambrose, Arnaud, & Schminke, 2008; Boon et al., 2011; 
Vigoda-Gadot & Meiri, 2008), intention to stay (Da Silva, Hutcheson & Wahl, 2010), 
and turnover intention (Ambrose, Arnaud & Schminke, 2008). The studies shown that P-
O fit have a positive significant to various job behaviors such as organizational 
citizenship behavior (Chatman, 1989; Lauver & Kristof, 2001; Cable et al., 2002).  P-O 
fit is also related to perceived organizational support, that is, these beliefs may make 










Sample Organization Outcome 
 Changer in Norms/Values 
Sample Individual Outcome: 
 Value Change 




employees understand the extent to which the organization cares about them 
(Eisenberger, Huntington, Hutchinson, & Sowa, 1986). 
 
P-O fit is associated with recruiters and applicants. Applicants may find a suitable 
organization based on P-O fit (Cable & Judge, 1997; Saks & Ashforth, 1997), and 
recruiters may find suitable employees via a sense of fit (Cable et al., 1997; Kristof-
Brown, 2000). P-O fit may affect employees‘ intention of turnover (Cable & Judge, 
1996) and therefore become the strategy utilized by the organization. In fact, fit is closely 
linked to decisional factors that help the organization predict decisions of employees 
(Cable et al., 1997; Kristof, 1996; Cable & DeRue, 2002). As Saks et al. (1997) noted, 
employees who are consistent with organizational values may be closely linked to the 
organization. Employees who identify themselves as organizational members may 
produce organizational identity (Turner, 2001).  
 
Furthermore, an organization may recruit employees who have similar values via 
selection, affect personal values of employees via socialization (e.g., orientation, on-job 
training), and then make their personal values transform into long-existing beliefs 
(Chatman, 1991). The same values (e.g., honest, helping behaviors, sharing knowledge, 
etc.) that exist between employees and an organization may contribute to employees‘ 
positive attitudes and behaviors such as high involvement, organizational commitment, 
and job satisfaction (Judge et al., 1992). Therefore, the fit between personal traits and 
organizational values contributes to organizational identification and performance. 
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The plethora of theoretical and empirical articles on the P-O fit, and the significance of 
matching a person‘s personality, goals, value and orientation with organizational 
characteristics, such as culture value and climate, provide of the important of this concept 
to management and organizational research. 
 
2.4 Personality 
Personality refers to the dynamic mental attributes and processes that determine 
individual‘s emotional and behavioral adjustment to their environment (Phillips & Gully, 
2012).  The dynamic and organized set of characteristics of an individual will influence 
his or her cognitions, motivations and behaviors in various situations (Guthrie, Coate 
&Schwoerer,1998, and Lau & Shaffer, 1999).  
 
Almost every day we describe and assess the personalities of the people around us. 
Whether we realize it or not, these daily musings on how and why people behave as they 
do are similar to what personality psychologists do. While the informal assessments of 
personality tend to focus more on individuals, personality psychologists instead use 
conceptions of personality that can apply to everyone. Personality research has led to the 
development of a number of theories that help explain how and why certain personality 
traits develop. In this research the personality is considered as having relationships with 
the situation or environment. Also the interaction between the personality and the 
situational factors can be meaningful in explicating work behavior, particularly job 
performance. According to Hogan and Holland (2003), the individual as the personality 
were proven, in meta-analytic reviews, as significant predictors of performance. 
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This study focuses on proactive personality trait which is defined as personal disposition 
toward proactive behavior and to identify differences among people in the extent to 
which they take action to influence their environments (Bateman & Crant, 1993).  
Proactive personality people can intentionally and directly change their current 
circumstances, including their social environments (e.g., Buss, 1987; Diener, Larsen, & 
Emmons, 1984). Furthermore, individual difference exists in people‘s proactivity to take 
action to influence their environments (Bateman & Crant, 1993). Bateman and Crant 
defined the individual with a prototypical proactive personality as one who is relatively 
unconstrained by situational forces and who effects environmental change. They viewed 
proactive personality as a stable disposition toward proactive behavior. According to 
Bateman and Crant‘s formulation, people who are highly proactive identify opportunities 
and act on them, show initiative, and persevere until they bring about meaningful change. 
They transform their organizations‘ missions, find and solve problems, and take it on 
themselves to have an impact on the world around them. Less proactive people are 
passive and reactive; they tend to adapt to circumstances rather than change them.  
 
Bateman and Crant (1993) discussed the proactive component of organizational behavior 
and introduced a measure of the proactive personality. This measure of a personal 
disposition toward proactive behavior is intended to identify differences among people in 
the extent to which they take action to influence their environments. Proactive 
personalities identify opportunities and act on them; they show initiative, take action, and 
persevere until they bring about meaningful change. In contrast, people who are not 
proactive exhibit the opposite patterns: they fail to identify, let alone seize, opportunities 
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to change things. Proactivity is expected to be related to job performance because it 
represents personal behaviors that are important elements for accomplishing work related 
tasks. 
 
Rooted in the interaction is perspective (Bandura 1977; Schneider 1983), the proactive 
approach considers the possibility that individuals create their environments. In the 
psychology and organizational behavior literatures, the theme of interactionism holds that 
behavior is both internally and externally controlled, and that situations are as much a 
function of persons as vice versa (Schneider 1983). Reciprocal causal links exist between 
person, environment, and behavior (Bandura 1977). Accordingly, individuals can 
intentionally and directly influence their situations, thereby making successful job 
performance more likely. More proactive people can be expected to create situations and 
environments conducive to effective performance. Moreover, for some jobs, the creation 
of these environments is itself an element of effective job performance.  
 
2.5 Organizational Climate 
Organizational climate is an individual perception towards institutional practices, policies 
and procedures (Shadur et al., 1999). Organizational climate is the existing attitudes and 
orientations provide real world significance (Saleh & Wang, 1993).  In fact, 
organizational climate tends to prevail when there is contact between people and their 
surroundings, thus, such interaction act as motivational tool towards establishment of 
organizational climate (Li et al., 2010). It is considered that organizational climate has 
significant impact on satisfaction of the organizational employees, workforce 
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empowerment, effectiveness of the organization and draw out employee organization 
citizenship behavior. According to Kreitner and Kinicki, (2011), the concepts studied in 
organizational climate are that it is a shared perception in an organization about what is 
important and what is appropriate. Moreover, climate is about a situation and feeling, 
reflections behavior of people in their organization. Also the research conducted on 
organizational climate suggests that it is highly important for performance of individual, 
team and whole organizations. 
 
Therefore, organizational climate is a relatively enduring quality of the internal 
environment of an organization that experienced by its members, influences their 
behavior, and can be described in terms of the values of a particular set of characteristics 
or attributes of the organization. In this study organization climate is how individuals 
who work in organization environment. 
 
2.6 Job Satisfaction 
Job satisfaction is an effective or emotional response towards different aspect of one‘s 
job and refers to the degree of fulfillment and pleasure one find in one‘s job. Similarly, 
job satisfaction is the general attitude one has towards one‘s job (Kreither & Kinicki, 
2011). Several factors may enhance job satisfaction for example; need fulfillment, value 
attainment and met expectations. Job satisfaction in its turn influences several aspects of 
organizational variables such as, motivation, absenteeism, withdrawal cognitions, 
turnover, performance, and organizational citizenship. 
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The researchers have been interested by employee satisfaction with work. Job satisfaction 
describes how content an individual is with his or her job (Rajat, 2009).   According to 
Gupta and Joshi (2008), mentioned in their study that job satisfaction is an important 
technique used to motivate the employees to work more hard. Gupta and Joshi (2008) 
agreed that job satisfaction is very important because most of the people spend a major of 
their life at their work place. Employees have more positive perceptions about the 
organization‘s products and services, when they achieved satisfaction in their job and 
therefore deliver a better service. (Bontis, Richards & Serenko, 2011). 
 
Therefore, job satisfaction is a complete representation of how the individual feel about 
their work. Thus, the individual feels satisfied or dissatisfied with different aspect of their 
work. It can be influenced to organization outcome. Then, this study job satisfaction is 
referring to the administrators staff expect from the job and what they get in actual.  
 
2.7 Relationship between Variables 
2.7.1 P-O Fit and Job Performance 
P-O fit can be defined as the compatibility between employee and their organizations. 
Many scholars has shown that the higher level P-O fit, the more strongly relationships 
with outcomes such as employees‘ motivation, job satisfaction, organizational 
commitment, tenure and performance (Arthur et al., 2006; Kristof et al., 2005; Verquer et 
al., 2003; Nikolaou, 2003; Edwards and Shipp, 2012; Kristof and Billsberry, 2013; Ng 
and Burke, 2005; Ostroff and Judge, 2012; Ostroff and Schulte, 2012). 
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P-O fit can be a reasonable predictor of job performance because individuals with high 
person-job fit had found to have positive work outcome (Edwards, 1991). Research about 
P-O fit and outcome found that P-O fit had low correlation with overall job performance 
and task performance but moderate correlation with contextual performance (Lauver & 
Kristof-Brown, 2001; Kristof et al., 2005; Hoffman & Woehr, 2006). The research have 
been shown that job related constructs are most strongly associated with attitudes about 
the job, whereas organization related constructs are more closely related to organization 
attitudes. Therefor the analyses suggest that the relationship between P-O fit and job 
performance was mediated by job satisfaction.   
 
 Andrews, Baker and Hunt (2011) in their study tested a model of P-O fit as both an 
outcome of corporate ethical values and an antecedent to job satisfaction and 
commitment. The result has shown strengthen relationship between corporate ethical 
value and P-O fit and the effects on outcome.  
 
In current literature review suggests that P-O fit remains a strong factor in determining P-
O fit and performance of the employees. Overall, despite the ever changing work place 
and shifts in generational work attitudes, P-O fit remains a significant influence in 
determining job performance (Farooquia & Nagendra, 2014). Thus, P-O fit is the 
compatibility between the values of person and the values of the organization. While job 
performance depends on the demands of the job, the goals and mission of the 
organization, and beliefs in the organization about which behaviors are most valued. P-O 
fit showed that the validity of selection procedures depends on the relative values placed 
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on job performance. Researchers have found the similar results among the previous study 
that is a positive relationship between P-O fit and job performance. Most of these 
researches concentrated on investigating the relationship between P-O fit and contextual 
performance and most of them conducted in developed countries, they neglect to look at 
the adaptive performance, particularly in the developing countries (Santos & Domenico, 
2015). Therefore, this study focused on the relationship between P-O fit and adaptive 
performance of academic administrators of higher educational institutions in Thailand. 
 
Job performance of employees plays a crucial factor in determining an organization‘s 
performance. The research has shown that employees who are not properly matched have 
low job performance. Person-organization fit can be a reasonable predictor of job 
performance because individuals with high person-organization fit had found to have 
positive work outcome (Edwards, 1991). 
 
Previous researchers found the consequences of P-O fit have demonstrated significant 
relationships with important individual outcome variables such as job satisfaction, 
organizational commitment and job performance (Chatman, 1989, 1991; O‘Rcilly, 
Chatman, & Caldwell, 1991; Pervin 1968; Kristof & Jansen, 2012; Kristof & Billsberry, 
2013). According to Kristof et al. (2005) she highlighted strong relationship between P-O 
fit and overall job performance. Person-organization (P-O Fit) has been an area of interest 
among both researchers and managers during recent years whose concern is the 
antecedents and consequences of compatibility between people and the organizations in 
which they work (Kritof-Brown 1996). Thus, employees who have a good fit with 
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organization are more satisfied with their work and therefore influence their job 
performance which in turn helps achieved organizational goals. According to fit theory, 
P-O fit is the relationship between the fundamental characteristic of a person such as 
values, goals, personality and attitudes and fundamental characteristic of an organization 
such as culture, climate, values, goals and norm represents supplement fit. On the other 
hand, the relationship between demands and supplies of person and organization 
represents complementary fit (Kritof-Brown 1996). 
Based on the above discussion, the following hypothesis is proposed: 
H1: There is a positive relationship between P-O Fit and job performance. 
 
2.7.2  Personality and Job Performance 
Several studies have revealed that employees show the best job performance in 
challenging, resourceful work environments; as such environments facilitate their work 
engagement (Demerouti & Cropanzano, 2010). This implies that organizations should 
offer their employees sufficient job resources, including feedback, social support, and 
skill variety. The research has suggested that management can influence employees‘ job 
demands and resources (Nielsen et al., 2008; Piccolo and Colquitt, 2006), and may 
indirectly influence employee engagement and performance (Harter et al., 2002). 
However, it may be equally important that employees mobilize their own job challenges 
and resources. Managers are not always available for feedback, and organizations that are 
confronted with economic turmoil may set other priorities. Under such conditions, it may 
be particularly important for employees to show proactive behavior and optimize their 
own work environment.  
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Proactive personality is not the people ―passive recipients of environmental presses‖ 
(Buss, 1987). Instead, they actively influence their own environment. Individuals with a 
proactive personality are inclined to change their circumstances intentionally, including 
their physical environment (Buss, 1987). They identify opportunities, take action, and 
persevere until they bring about meaningful change (Crant, 1995). Whereas some people 
react to, adapt to, and are shaped by their environments, proactive people take personal 
initiative to have an impact on the world around them. The previous research has shown 
that proactive personality is a trait that explains unique variance in criteria over and 
above that accounted for by the Big Five personality factors. For example, Crant and 
Bateman (2000) showed that managers‘ self-reported proactive personality was positively 
associated with supervisors‘ independent ratings of charismatic leadership. Moreover, 
proactive personality accounted for variance in a manager‘s charismatic leadership above 
and beyond that accounted for by the Big Five personality factors. Similarly, Major et al. 
(2006) showed that, controlling for the Big Five, proactive personality uniquely predicted 
objective development activity (i.e. the number of training courses registered for during a 
six-month period and the number of hours spent in training during that period), through 
the motivation to learn. These studies indicate that proactive personality captures 
―conceptually and empirically, some unique elements of personality not accounted for by 
the five-factor model‖ (Crant & Bateman, 2000). The empirical evidence shows that 
proactive personality is predictive of other important organizational behaviors as well. 
For instance, in their study among 165 employees and supervisors, Greguras and 
Diefendorff (2010) found that proactive personality predicted in-role performance and 
organizational citizenship behaviors (e.g. altruism, courtesy, and sportsmanship), through 
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need satisfaction. Seibert et al. (2001) used a two year longitudinal design with data from 
a sample of 180 full-time employees and supervisors. Among other things, they found 
that Time 1 proactive personality was positively related to Time 2 innovation and career 
initiative. Innovation and career initiative, in turn, had positive relationships with career 
progression (salary growth and the number of promotions during the previous two years) 
and career satisfaction. According to Crant (2000), proactivity has a positive impact on 
employee attitudes and behaviors because proactive individuals identify or create 
opportunities that create favorable conditions for individual or team effectiveness. 
 
According to Hough and Ones (2001), an important goal for personality researchers is the 
development of a nomological network of personality performance relationships for use 
in building predictor equations for specific situations. The taxonomy of performance 
dimensions proposed in the study is a step in this direction. This taxonomy includes task 
performance, citizenship performance, and adaptive performance at the highest level, 
with a second and third level of more specific dimensions. To advance state of knowledge 
most efficiently, primary studies must be conducted relating specific personality variables 
to these performance dimensions, and meta-analyses must summarize this research at 
more specific levels than the Big Five and over all task and citizenship performance. This 
performance taxonomy should also be refined by identifying other important performance 
dimensions that are not adequately represented in the taxonomy. The second area of 




Campbell et al. (1993) and Motowidlo et al. (1997) models were combined, revised, and 
expanded to more completely explain the process by which individual differences in 
personality traits lead to individual differences in specific dimensions of performance. 
This model can be used to guide research linking specific personality variables to specific 
performance dimensions by helping to identify theoretically relevant predictors for 
different criteria. In this model, the construct of motivation was expanded to highlight 
how different personality variables influence different components. Self-regulation is the 
primary component that previous models were missing. 
 
This construct is very important because it is strongly related to personality; helps explain 
how people with similar knowledge, ability, goals, and desire to perform differ in their 
level of performance; and helps explain how people overcome their habits to perform in 
accordance with their goals. Further research relating specific personality variables to 
specific motivation components will be valuable in expanding this model and furthering 
our understanding of the personality performance link. Currently, the study found that 
proactive individuals are more likely to be satisfied with their careers, which leads to 
greater citizenship performance toward supervisor and one‘s job/task (Jawahar, Jawahar, 
Liu, & Liu, 2016).  
 
Proactive personality has been found related to a range of positive outcomes such as task 
performance, citizenship performance, and career success (e.g. Li et al., 2010; Fuller and 
Marler, 2009; Thomas et al., 2010). The previous study have found a direct effect of 
proactive personality on various individual and organizational outcome (Baba et al., 
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2009;Liguori et al., 2013; Fuller & Marler, 2009; Tornau & Frese, 2013; Seibertet al., 
1999; Thompson, 2005; Li et al., 2010; Chan, 2006; Zhang et al., 2012; Tornau and 
Frese, 2013).  
 
It was found in the above literature that, most of these researches concentrated on 
investigating the relationship between proactive personality and performance in general 
and most of them conducted in developed countries, they disregard to look at the adaptive 
performance in specific, particularly in the developing countries. Therefore, this study 
focused on the relationship between proactive personality and adaptive performance of 
academic administrators of higher educational institutions in Thailand. 
 
Individual differences have been extensively examined as predictors of individual 
adaptive performance (Ployhart &Bliese, 2006; Pulakos et al., 2006). For example, 
general and specific cognitive abilities have been related to adaptive performance 
(Allworth and Hesketh, 1999; LePine et al., 2000; Pulakos et al., 2002). 
 
Accordingly, Fuller and Marler (2009) reported, on the basis of the first meta-analytic 
review of proactive personality literature, an estimate the relationship between this 
predictor and overall job performance (corrected for unreliability in both the predictor 
and the criteria, and for range restriction). The results reported by these authors also 
showed positive relationships between proactive personality and more specific 
performance dimensions, such as task performance and contextual performance. Thomas 
et al. (2010) regarding the relationships of emergent proactive constructs with different 
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work outcomes. Similarly, the results of this meta-analysis have revealed that proactive 
personality was positively associated with overall job performance, showing the 
correlation estimate of generalized across the analyzed studies (corrected for unreliability 
in both predictor and criterion measures, but not for range restriction). The researchers 
also found that proactive personality was more strongly related to supervisor ratings of 
performance than to objective measures of this criterion. In addition, the previous 
research has shown a positive, direct relationship between proactive personality and job 
performance (Greguras and Diefendorff , 2010).Therefore, based on these arguments, the 
following hypothesis is proposed: 
H2: There is a positive relationship between proactive personality and job performance. 
 
2.7.3 Organizational Climate and Job Performance 
The concept of organizational climate is the general characteristics of an organization 
showing the way it behaves in relation to its members. The interest in organizational 
climate began with the studies made by Lewin in the 50s when he used the concept of 
social climate. He was interested to see how different styles of leadership affected the 
attitudes and behaviors of employees and the consequences triggers by this upon the 
results obtained by the group/ organization. The relation between people and their social 
environment was expressed as behavior is a function between a person and the 
environment (Ostoff, Kinicki, & Tamkins, 2003). Thus, organizational climate might be 
refers to the attitudes and beliefs also the opinions and the sentiment of the members. 
Organizational climate is a collective state of the mind which is relatively stable and 
shared by a group. Therefore, the climate is the key element to be used when trying to 
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understand how the internal environment influences and shapes the opinions, attitudes 
and behavior of the members. Organizational climate can reach an individual or entire 
organization, it is vital to be taken into consideration when their aim to attain 
performance. In addition, researchers found that organization climate has influence 
directly to job performance. According to Popa (2011), attitude toward work has an 
impact upon the organization and on the personal level it influences the employees‘ 
individual job performance and also their career. Moreover, the previous study had 
examined the direct relationship between organization climate and job performance (e.g., 
Thompson, 2005; Allen, 2003; Volkwein & Zhou, 2003; Johnsrud, Heck & Rosser, 2000; 
Popa, 2011; Syed Ahmad Raza, Pir Mehr  & Ali Shah Arid 2010). In addition the 
research had found the relationship between organization climate and organizational 
outcome such as job satisfaction, organizational commitment, and job performance of 
476 employees working in a Chinese insurance company. The research has focus on 
caring climate and the result showed the direct significant relationship between caring 
climate and job performance (Fu, & Deshpande, 2014).  
 
Therefore, organizational climate is a workplace behavior which has many factors, such 
as service quality, ethical value, and social power and the result showed that they have 
impact relationship with organization outcomes. It has shown from the literature that 
there is scarcity of study on the relationship between organizational climate and job 
performance. Hence, there is need for more empirical studies that will link organizational 
climate with job performance, particularly in the developing nations including Thailand.   
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Several studies have claimed that climate perceptions are associated with a number of 
important outcomes at individual and organizational level, such as job satisfaction 
(Mathieu et al. 1993), individual job performance (Brown & Leigh 1996), customer‘s 
perception of service quality (Schneider 1990), innovative behaviour in top management 
teams (West & Anderson 1996), innovation (Scott & Bruce 1994) and so on. This is 
because organization climate exerts a powerful influence on the behavior of employees in 
workplace and plays a crucial role in any organizational process improvement that 
requires the implementation of a major organizational change. Moreover, organization 
climate can have significant positive or negative effects on organization and its 
performance. According to Avery (2004), leaders can affect followers and performance 
indirectly by actions such as creating an environment in which employees can work 
effectively, developing an appropriate culture that helps employees build commitment to 
organizational goals, and formulating strategy. 
 
Previous research suggests that climate can positively affect performance, although the 
components of climate vary across studies. According to Koene et al. (2002), climate 
includes leader-member communication, that is, the provision of information by the 
manager; organizational efficiency; clarity of tasks; and how much the readiness to 
innovate or find new approaches is encouraged in the unit. Organizational climate was 
found to significantly effect on the job satisfaction, the employees with clearer and more 
effective incentives and rewards for job performance have better job satisfaction and feel 
higher job security (Shim‘s ,2010; Chaur-luh Tsai ,2014). 
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Griffith (2006) concluded that a warm and supportive climate increases employees‘ job 
satisfaction and performance at the organizational level. Therefore, organization climate 
can be inference to the individual behavior, attitude, value and goal. Thus, due to these 
opinions, the study proposes the following hypothesis. 
H3: There is a positive relationship between organizational climate and job performance. 
 
2.7.4  P-O fit and Job Satisfaction 
In recent years, P-O fit has received attention by researchers and practitioners to predict a 
variety of workplace attitudes and behaviors. According to P-O fit theory, people‘s 
organizational attitudes and behaviors are influenced by the amount of congruence 
between the individuals and the organizations they work for (Hoffman & Woehr, 2006). 
The literature has shown the consequences of P-O fit has demonstrated significant 
relationships with important individual outcome variables such as job satisfaction, 
organizational commitment, performance, which will be explored in detail in the 
following sections. Because of its relationship with individual outcome variables, P-O fit 
has important implications for selection practices of organizations, which is analyzed in 
the literature on antecedents of P-O fit. The current literature has revealed the empirical 
evidence on the significant between P-O fit and job satisfaction (Abdul Latif & Usman 
Bashir, 2013; Farooquia & Nagendra, 2014; Liu, Liu, and Hu, 2010).   
 
The researchers have mentioned a positive relationship between P-O fit and job 
satisfaction. P-O fit is the congruence of the values between the employees and 
organization. The result shown a positive relationship between P-O fit and job 
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satisfaction in the context of Pakistan (Abdul Latif & Usman Bashir 2013).  Hence, job 
satisfaction is somehow essential that the tasks and responsibilities assigned to the 
employees must match his or her competences. The tasks which are not suited to the 
abilities of employees will lead towards job dissatisfaction. With the rewards and benefits 
that determine the level of job satisfaction, job fit is also important variable that leads to 
job satisfaction (Farooquia & Nagendra, 2014). 
 
In another study, the research found P-O fit is a good predictor of job satisfaction based 
on employees‘ attitudes and behaviours in the Chinese public sector. The results show 
that job satisfaction worked as full mediator effect relationship between P-O fit and 
outcome (Liu, Liu and Hu, 2010).In the same vein, Bretz and Judge (1994) found 
empirical support for the relationship between P-O fit and job satisfaction, which was 
later confirmed in two separate meta-analyses (Verquer et al. 2003; Kristof-Brown et al. 
2005). In addition, Bretz and Judge (1994), following the work of Dawis and Lofquist 
(1984), applied the Theory of Work Adjustment (TWA) to P-O fit. Here, they examined 
the relationships between P-O fit and career success, job satisfaction and tenure. TWA is 
descriptive of work relationships and the interaction of employees with their work 
environments. According to this theory, workers perform and consequently adjust 
behaviors to complete work that is needed by the organization; in exchange, workers 
receive rewards such as compensation, social interaction, and safe working environments 
to satisfy their individual needs. Work is adjusted on both sides (by the individual worker 
and by the organization) to maintain correspondence, where both sides‘ needs are 
concurrently satisfied. When needs are not satisfied and correspondence is not 
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maintained, the relationship is typically deemed unsatisfactory and shorter-lived.  Thus, 
there are other factors that have impact on job satisfaction and performance. For example, 
compensation or rewards for their work. It is evident that when remuneration or rewards 
are controlled job values will relate indirectly to the job satisfaction. Employees who 
have high value assured then they feel more dissatisfied with job than those do not think 
the characteristics more important. Therefore, it is concluded that there is not only 
definite job characteristics but also the perceptions of employee, which is, connected with 
the satisfaction levels.  
 
The researchers have consistently found positive relationship between P-O fit and job 
satisfaction. For example, P-O fit and P-J fit have positively related to job satisfactions of 
hotel managers in Turkey (Fatma Nur Iplik & Kemal Can Kilic Azmi Yalcin, 2011). Also 
the other study on P-O fit and job satisfaction which is somehow essential that the tasks 
and responsibilities assigned to the employees must match his or her competences. The 
tasks which are not suited to the abilities of employees will lead towards job 
dissatisfaction. With the rewards and benefits that determine the level of job satisfaction, 
job fit is also important variable that leads to job satisfaction. Job satisfaction is thus 
ultimately leads to the job performance. In addition, the attitudinal outcome of job 
satisfaction has been suggested as a consequence of poor fit. The literature on employee 
turnover suggests that the relationship is indirect, that fit influence turnover through job 
dissatisfaction. The result shows that the effect of fit was mediated by employees‘ 
attitudes (Farkas & Tetrick, 1989; Huselid & Day, 1991; Mathieu & Zajac, 1990; 
Mueller, Wallace, & Price, 1992; Tett & Meyer, 1993; JW Westerman & LA Cyr, 2004).   
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To sum up, P-O fit is the congruence of the values between individuals and organizations. 
The individuals will like to work in organizations where they feel that values of the 
organization are aligned with their own values. Most of the previous studies have shown 
that there is positive relationship between P-O fit and job satisfaction. Most of the prior 
studies measure job satisfaction as the organizational outcome not as mediating toward 
the performance outcome (job performance). Therefore, this study employed the 
mediating role of job satisfaction on the relationship between P-O fit and job 
performance which has not been given extensive consideration by the previous studies.   
P-O fit is the consistency between the values and goals of organizations and the values of 
employee. Among different elements, the degree of values and goals of an employee, to 
that of the organization he or she works for, may influence important work outcome such 
as job satisfaction and turnover intention. Additionally, Tepeci and Barlett (2002) found 
that the more values consistency employee perceives with their organization, the more 
satisfaction employees experience from their jobs. Moreover, the previous research 
shown that P-O fit has a significant effect on job satisfaction (e.g., Chatman, 1989; Smith 
et al,1969; Bretz & Judge,1994; Kristof, 2005; Fatma Nur Iplik & Kemal Can Kilic Azmi 
Yalcin, 2011; Farooquia & Nagendra, 2014) . The research done in Chinese public sector 
has found that person-organization (P-O) fit is a good predictor of job satisfaction and 
turnover intention (Liu, Liu, & Hu, 2010). 
 
From the past study it is evident that for the job satisfaction it is somehow essential that 
the tasks and responsibilities assigned to the employees must match his or her 
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competences. The tasks which are not suited to the abilities of employees will lead 
towards job dissatisfaction. With the rewards and benefits that determine the level of job 
satisfaction, job fit is also important variable that leads to job satisfaction (Farooqui & 
Nagendra, 2014). Thus, the relationship between P-O fit plays an important role. As long 
as the employee perceives a good fit between their values and that of the organizations, 
they are more likely to be satisfied with their job. Thus, managers should develop a 
favorable corporate identity within the organization in corporation shared values that are 
congruent with the employees. According to the past research finding, this study 
presumed the relationship between P-O fit and job satisfaction as presented below: 
H4: There is a positive relationship between P-O fit and job satisfaction. 
 
2.7.5  Personality and Job Satisfaction 
Employee activity and proactivity are critical drivers of organizational effectiveness, 
especially when employment arrangements become more flexible than ever before 
(Crant, 2000; Grant & Ashford, 2008; Parker & Collins, 2010; Van Dyne, Kossek, & 
Lobel, 2007).  Defined as a disposition toward taking personal initiative to influence 
one‘s environment, proactive personality has received considerable attention in this 
evolving literature (Bateman & Crant, 1993; Crant, 2000). The previous study indicates 
that proactive personality is related to a variety of desirable individual and organizational 
outcomes (Fuller & Marler, 2009). Judge, Heller and Mount (2002) had conducted a 
meta-analysis of relationship between personality and job satisfaction.  The results 
showed that individuals‘ dispositions are important in understanding job satisfaction. 
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In the proactive personality literature, several questions are open to further investigation. 
First, although a broad range of criteria has been examined, some fundamental 
organizational behavior constructs have received insufficient attention, among them, job 
satisfaction and organizational citizenship behavior (OCB). Job satisfaction captures the 
degree to which the employee is happy with the job (Hackman & Oldham, 1980), and 
OCB represents behavior that is largely discretionary but which in the aggregate 
promotes effective organizational functioning (Organ, 1988). There is theoretical reason 
to expect a relationship between proactive personality and both satisfaction and OCBs, 
based on the proposition that proactive people create favorable situations conducive to 
job satisfaction and work performance. Second, as theories of proactive personality 
evolve, it is important to specify mediating relationships so as to better understand the 
process by which proactive personality translates into meaningful action (e.g., Brown, 
Cober, Kane, Levy, & Shalhoop, 2006; Parker, Williams, & Turner, 2006; Thompson, 
2005). The set of mediators studied in the proactivity literature fails to fully capture 
relational linkages in the workplace, and such relationships have implications for 
employees‘ attitudes and behaviors (Chen, Boucher, & Tapias, 2006). Third, anecdotal 
evidence suggests that proactive persons may sometimes engage in misguided and 
counterproductive behaviors (Campbell, 2000). Little is known about the conditions 
under which organizations can reap the benefits associated with employees‘ proactivity 
rather than be harmed by it. Few studies have investigated the boundary conditions that 
may moderate the effects associated with proactivity (Erdogan & Bauer, 2005, and 
Fuller, Marler & Hester, 2006), and a recent review suggested that more work is needed 
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to understand when proactive behavior is viewed as constructive or destructive (Grant & 
Ashford, 2008). 
 
Compared to more passive workers, proactive employees are more likely to actively 
shape and manipulate the environment in order to accomplish their goals. They prefer not 
to passively wait for information and opportunities to come to them (Crant, 2000); rather, 
their initiative leads to a number of cognitions and behaviors, such as identifying new 
ideas for improving work processes, updating their skills, and seeking to better 
understand company politics (Seibert, Kraimer, & Crant, 2001). 
 
The dispositional approach proposes that job satisfaction may be partly determined by 
one or more enduring characteristics of people, in part on the basis of evidence that job 
satisfaction is relatively stable over time and across situations (e.g., Ilies & Judge, 2003; 
Staw et al., 1986; Staw & Cohen-Charash, 2005). Consistent with this perspective, meta-
analytic results have indicated that proactivity is strongly related to subjective career 
satisfaction (job and career satisfaction) (Ng, Eby, Sorensen, & Feldman, 2005). 
Proactivity is associated with job satisfaction because proactive people tend to create 
conditions more conducive to personal success at work. 
 
Seibert et al. (1999) and Ng et al. (2005) found that proactive personality was strongly 
related to career satisfaction. Chang et al. (2010) demonstrated that proactive personality, 
optimism, as well as self-esteem contributed to nurses‘ job satisfaction in Taiwan. Li et 
al. (2010) found that proactive people tend to experience satisfaction resulting from the 
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tendency to create conditions more conducive to personal success at work. In addition, 
previous studies have shown that proactive personality is positively linked to 
Extraversion (e.g., Bateman and Crant 1993; Crant1995; Major et al. 2006). Moreover, 
the personality trait has been found to predict individual‘s job satisfaction (Furnham et al. 
2009; Judge et al. 2002). Recently, the study has found positive relationship between 
proactive personality and job satisfaction (Li, Wang,  Gao, & You, 2015).  
 
Proactive personality is characters of the individual who are more effective in seeking 
better solutions to improve their work. In addition, proactive people are more likely to tap 
every opportunity to go beyond normal job expectations. Thus, the positive characters are 
a benefit for their career success. Therefore, it is expected that proactive personality can 
be considered important in determining individual‘s job satisfaction. Similarly, the 
pervious study found that there is positive relationship between proactive personality and 
job satisfaction. Therefore, this study employed the mediating role of job satisfaction on 
the relationship between proactive personality and job performance which has not been 
given extensive consideration by the previous studies.   
 
Bateman and Crant (1993) defined the individual with a prototypical proactive 
personality as one who is relatively unconstrained by situation forces and who effects 
environmental change. They explain proactive personality as stable disposition toward 
proactive behavior. According to Bateman and Crant‘s formulation, people who are 
highly proactive identify opportunities and act on them, show initiative, and persevere 
until they bring about meaningful change. They transform their organizations‘ missions, 
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find and solve problems. Past research was shown that proactive personality was related 
to job satisfaction and organizational outcome (e.g. Fuller & Marler, 2009; Tornau & 
Frese, 2013; Chan, 2006; Tornau & Frese, 2013; Gerstner and Day, 1997; Liden and 
Maslyn, 1998; Li et al., 2010; Zhang et al., 2012). Seibert (1999) found that proactive 
personality was significantly and positively associated with the employees‘ current 
salary, the number of promotions received, and their career satisfaction. Li, Liang and 
Crant (2010), found that proactive personality was associated with job satisfaction. In 
addition, proactivity is associated with job satisfaction because proactive people tend to 
create conditions more conducive to personal success at work.  Based on the above 
discussion, the following hypothesis is proposed: 
H5: There is a positive relationship between proactive personality and Job satisfaction. 
 
2.7.6  Organizational Climate and Job Satisfaction 
Organizational climate serves as a measure of individual perceptions or feelings about the 
environment in the organization. Organizational climate includes management or 
leadership styles, participation in decision making, provision of challenging jobs to 
employees, reduction of boredom and frustration, provision of benefits, personnel 
policies, and provision of good working conditions and creation of suitable career ladder 
for academics (Nicholson & Miljus, 1992).The concept of job satisfaction has been 
widely defined by different people. Locke (1979) specified that job satisfaction is a 
pleasurable or positive emotional state resulting from the appraisal of one‘s job 
experiences. Spector (1997) refined the definition of job satisfaction to constitute an 
attitudinal variable that measures how a person feels about his or her job, including 
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different facets of the job. Rice, Gentile and Mcfarlin (1991) defined job satisfaction as 
an overall feeling about one‘s job or career in terms of specific facets of job or careers 
(e.g. compensation, autonomy, coworkers). It can be related to specific outcomes, for 
example, organizational productivity.  
 
Many reviews on the determinants of job satisfaction in higher educational institutions in 
the developed world are available (Hickson & Oshagbemi, 1999; Brewer & McMahan-
Landers, 2003 & Turrel, Price & Joyner, 2008).  Thus, to develop the educational sector 
such as, job success, job productivity and reduce workforce turnover, job satisfaction can 
be influenced by a variety of factors such as the quality of the academics‘ relationships 
with their supervisors, the quality of the physical environment in which they work and 
the degree of fulfillment in their work (Lambert, Pasupuleti, Cluse-Tolar and Jennings, 
2008). However; job satisfaction is not only factor to bring organization to be success but 
there are other factors that effects on many forms of organizational behavior such as the 
environmental factors.  
 
The behavioral science literature is replete with theories and empirical research focusing 
on employee behavior as a function of the simultaneous variation in both organizational 
dimensions and individual characteristics (Hellriegel et al, 1994). Apparently neither 
individual organization dimensions (climate) nor individual characteristics (job 
satisfaction, tension, role clarity), by themselves, explain a substantial amount of the 
observed variation in job satisfaction or organizational effectiveness criteria. The 
relationship of organizational climate to individual behavior often emphasizes the role of 
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employee perceptions of these dimensions as intervening variables (Schneider, 2008). 
Likert‘s approach to the study of organization‘s illustrates the importance of employee 
perceptions, e.g. his interaction influence mode/relates causal, intervening and end result 
variables (Locke, 1976 & Likert, 1967). Causal variables like climate dimensions and 
leadership techniques interact with personality to produce perceptions, and it is through 
assessment of these perceptions that the relationship between causal and end result 
variables may be analyzed.  
 
Several studies have focused on perceptually based measures of climate dimensions and 
job satisfaction. Pritchard and Karasick (1993) studies 76 managers from two different 
industrial organizations. They found climate dimensions to be moderately strongly 
related to such job satisfaction facets as security working conditions and advancement 
opportunities. Schneider (2008) surveyed bank customers and learnt that their perception 
of the bank‘s climate was related to a form of bank switching (customer dissatisfaction). 
Customers who perceived their bank‘s climate negatively tended to switch banks more 
frequently than did those who perceived their banks as having a customer employee 
centered atmosphere. The past studies portrayed that organizational climate in relation to 
satisfaction of the academics area have significant practical value (Adenike, 2011).  
 
Therefore, organization climate is referring to the individual perceptions of work 
environment and how these perceptions influence their work related attitudes and 
behaviors. Job satisfaction is the individual feeling about their work. Thus, when the 
individual fulfill that expectation on the job environment it can increase individual 
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outcome such as job satisfaction. Similarly, a large number of studies have consistently 
demonstrated relationship between organization climate and job satisfaction. Therefore, 
this study employed the mediating role of job satisfaction on the relationship between 
organization climate and job performance which has not been given extensive 
consideration by the previous studies.  
  
Past research linked organizational climate to work attitude, turnover, service quality, and 
service outcomes. They found the evidence suggested that positive organizational climate 
is associated with better performance, higher levels of job satisfaction and lower levels of 
turnover (Glisson, 2007; Glisson & Hemmelgarn, 1998; Glisson &James, 2002; Asenike, 
2011; Glisson, 2007; Glisson & Hemmelgarn ,1998; Glisson & James, 2002; Shim, 2010; 
Schyns, van Veldhoven & Wood, 2009 ; Tsai, 2014 ). Shim‘s research (2010) mention on 
organizational climate has found significant effect on the job satisfaction.  The employees 
with clearer and more effective incentives and rewards for job performance have better 
job satisfaction and feel higher job security.  
 
Also the current study has found that organization climate like salary and pay was the 
most important of the control variables which can incentive the employees to feel work 
match, job security and have higher job satisfactory (Tsai, 2014). Therefore, based on 
these arguments, the following hypothesis is proposed: 
H6: There is positive relationship between organization climate and job satisfaction. 
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2.7.7 The Mediation Role of Job Satisfaction on the Relationship between P-O fit 
and Job Performance 
P-O fit refers to the compatibility between the employee and organizations in which they 
work. Job satisfaction refers to what is the employee feel with their work. In terms of the 
relationship between P-O fit and job satisfaction, P-O fit researchers theorize that the 
degree to which an individual‘s and organization‘s values overlap, termed value and goal 
congruence (Chatman, 1991), the more satisfied the employee will be in his or her job 
(Kristof, 1996). In turn, this satisfaction with the job, in continuation with the ASA 
framework, results in employee retention (Chatman, 1991). On the other hand, lack of 
value and goal congruence reduces employee job satisfaction, most likely through 
violation of employee expectations, which in turn causes employee turnover (Kristof-
Brown et al., 2005; Verquer et al., 2003).  
 
From pervious study there is evident that for the job satisfaction it is somehow essential 
that the tasks and responsibilities assigned to the employees must match his or her 
competences. The tasks which are not suited to the abilities of employees will lead 
towards job dissatisfaction. With the rewards and benefits that determine the level of job 
satisfaction, job fit is also important variable that leads to job satisfaction. Job satisfaction 
is thus ultimate leads to the job performance. Moreover, P-O fit have been found in 
several indirect effects on employee outcomes through psychological need satisfaction. In 
particular, autonomy need satisfaction mediated the relation between P-O fit and affective 
organizational commitment; competence need satisfaction mediated the relation between 
P-O fit and job performance, and all three psychological need satisfactions mediated the 
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relation between P-O fit and job satisfaction. Thus, the result was explained the processes 
through which P-O fit relates to employee attitudes and performance (Greguras & 
Diefendorff, 2009). In addition it had been found that individual public service 
motivation was linked to individual performance mediated by job satisfaction 
(Vandenabeele, 2009). 
 
Therefore, employees will like to work in organizations where they feel that the values of 
the organization are aligned with their own values and also organizations will try to 
recruit those employees whose values are consistent with the values of the organization 
match his abilities, he will perform the satisfactorily and shows the greater results or 
higher performance. So Human Resource Managers must be aware of this fact, they must 
consider employee‘s capabilities while drafting the job descriptions of their employees. 
Matching between person and organization are important to organization success. P-O fit 
is a key element in both the level of job satisfaction that employees experience and also 
in their level of organizational commitment whether measured by an instrument or 
turnover rates (Silverthorne, 2003). The past research has shown the results in meta-
analysis of the criterion related validity of P-O fit suggest that P-O fit was not a good 
predictor of job performance, although it may hold more promise as a predictor of 
turnover. In additional, analyses suggest that much of the small relation between P-O fit 
and job performance was due to a mediated effect of work attitudes (Arthur, Bell, Villado 
& Doverspike, 2006). Moreover,the previous research have been shown that job related 
constructs are most strongly associated with attitudes about the job, whereas organization 
related constructs are more closely related to organization attitudes. Therefor the analyses 
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suggest that the relationship between P-O fit and job performance was mediated by job 
satisfaction. 
 
The theoretical rational suggests that fit influences outcome through the fulfillment of 
needs. According to Arthur, Bell, Villado, and Doverspike (2006), the fulfillment of need 
is the result in favorable attitudes, such as job satisfaction and organizational 
commitment. Based on the above discussion, the following hypothesis is proposed: 
H7: Job satisfaction mediates the relationship between P-O Fit and job performance. 
 
2.7.8 The Mediation Role of Job Satisfaction on the Relationship between Proactive 
Personality and Job Performance 
The previous research that was develops and examines models of job performance that 
posit linkages between individual difference variables and components of job 
performance. Mount, Ilies, and Johnson (2006) provided a model that seeks to explain 
relationships among three major constructs in the personnel psychology field personality 
traits, job satisfaction, and counterproductive work behaviors (CPBs). The results showed 
that relevant personality traits and job satisfaction predict both interpersonal and 
organizational deviance. In addition, job satisfaction partially mediates the relationship 
between personality traits and counter- productive behavior at work. The personality trait 
was found to play a critical role in the prediction of CPBs, as it had direct effects to 
interpersonal deviance and indirect effects to interpersonal and organizational deviance 
through its relationship to job satisfaction.  
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Given the links between personality and job performance (Barrick & Mount, 1991) and 
personality and job satisfaction presented herein, perhaps the time has come for a 
framework that takes the linkages among personality, job performance, and job 
satisfaction into account. Such models may involve more proximal predictors, such as 
integrity, which is related to the five-factor model (Sackett & Wanek, 1996).  
 
Therefore, proactive personality is a complex, multiple-caused construct that has 
important personal and organizational consequences (Crant, 2000). It is defined as a 
belief in one‘s ability to overcome constraints by situational forces and the ability to 
affect changes in the environment (Bateman and Crant, 1993).  Past research found that 
proactive personality is associated with distal career outcomes such as promotion, salary 
increase, satisfaction (Seibert et al., 2001), and successful job search (Brown et al., 2006). 
Proactive personality is positively related to objective job performance (Crant, 1995), 
career satisfaction and success (Erdogan and Bauer, 2005). Proactive personality 
influences one‘s ability to adjust to ever-changing work conditions by taking 
responsibility for career progression and the development of personal networks (Hall and 
Mirvis, 1995). Researchers also found that new employees take a proactive role in their 
own socialization through feedback seeking (Ashford and Cummings, 1985; Chiaburu et 
al., 2006), uncertainty reduction, and behavioral self-management (Chiaburu et al., 2006). 
In addition, proactive disposition predict agent behaviors relevant to career development, 
such as motivation to learn and engagement in development. Individuals with a proactive 
personality tend to engage in specific behaviors and cognitions such as career initiative 
and innovation (Seibert et al., 2001). Moreover the previous research has found that 
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positive feeling toward a work situation or an organizational setting mediate the effect of 
public sector environment and performance (Kristof et al., 2005; Vandenabeele, 2009).   
 
More recently, a study by Jawahar, Yongmei and Liu (2016) has investigated the 
relationship between individual difference variable (i.e. proactive personality) and 
citizenship performance, whether a career satisfaction serves as a mediator in the 
relationship. The result show that proactive individuals are more likely to be satisfied 
with their careers, which leads to greater citizenship performance toward supervisor and 
one‘s job/task. Moreover, the results indicate that career satisfaction serves as an 
important mediator in the relationship between proactive personality and citizenship 
performance (i.e. citizenship performance toward supervisor, and job/task 
conscientiousness), and that the beneficial effects of proactive personality on career 
satisfaction and citizenship performance.  
 
However, meta-analysis has shown that proactive personality is differentially associated 
with the Big Five personality traits (Thomas et al., 2010). Proactive personality also 
demonstrates incremental validity over the Big Five traits in predicting criterion variables 
such as job performance (Crant, 1995; Thomasetal., 2010) and helping behaviors (Yang 
et al., 2011). Due on the above views; the study proposes the following hypothesis:  




2.7.9 The Mediation Role of Job Satisfaction on the Relationship between 
Organizational Climate and Job Performance 
Job Satisfaction is the factors that make a person have a good feeling to do work. It is 
motivating them to give their best performance which lead to the higher productivity of 
outputs. Job satisfaction has been treated as mediation variable by some empirical 
studies, claiming that cultures in an organization does not only produce job satisfaction 
but can as well be the mediator of association between organization culture and intention 
to leave as was supported by Park and Kim (2009). The previous study also found that 
job satisfaction have mediated the relationship between work environment and outcome 
(e.g., Gilboa et al., 2008; Jackson & Schuler, 1985 Westerman & Cyr, 2004; Jawahar & 
Hemmasi, 2006). One of the studies had found the relationship between work 
environment like role stress and job performance is mediated by job satisfaction (Fried, 
Shirom, Gilboa, & Cooper, 2013).  Thus, it was concluded that job satisfaction has 
significant mediating effect on job performance. Therefore, this study focuses on the role 
of job satisfaction as mediator in the relationship between organization climate and job 
performance of academic administrators of higher education institutions in Thailand.  
 
The positive effect of organizational climate on job performance is widely accepted 
(Borucki & Burke, 1999; James et al., 2008; Johnson, 1996; Liao & Chuang, 2004; 
Schneider et al., 1998; Garcia-Buades, Ramis-Palmer, and Manassero-Mas, 2015).  
Organizational climate also appears mediated by work attitudes, such as job satisfaction, 
job involvement, and commitment (Brown & Leigh, 1996; Carr et al., 2003; James, 1982; 
James et al., 1990; Kopelman et al., 1990; Meyer et al., 2002; Parker et al., 2003). The 
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current study establishes the importance of psychological climate in creating job 
satisfaction among frontline service employees, which leads to increased job performance 
(Mathies, & Ngo, 2014). Moreover, one of the strongest tests of the outcomes of service 
climate the result show that companies with higher levels of service climate had higher 
customer satisfaction and subsequently superior financial performance (Schneider et al., 
2009).  Therefore, from discussion above, the study proposes the following hypothesis:  
H9: Job satisfaction mediates the relationship between organization climate and job 
performance. 
 
2.8 Underpinning Theories 
There are several theories that can describe the relationship between variables. There are 
two theories involved in the relationship between P-O Fit, personality, organizational 
climate, job satisfaction and job performance. The theories are the Attraction-Selection-
Attrition (ASA) and Theory of Work Adjustment (TWA). 
 
2.8.1 Attraction, Selection, and Attrition 
Schneider (1987) Attraction-Selection-Attrition (ASA) framework on the basis of 
interactions ideology, and set forth a series of propositions that suggest how homogeneity 
may develop as a result of these naturally occurring interaction. According to his 
framework, individuals are not randomly assigned to situations, but rather they seek out 
situations that are attractive to them. In this study, PO-Fit and personality were selected 
to be a part of that situation and to determine the situation by remaining in that situation. 
Schneider uses this framework in explaining the functioning of an organization. He 
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argues that organizations are one situation that people are attracted to, selected to be a 
part of and remain with, if they are good fit with the organization, or leave, if they are not 
a good fit with the organization.  ASA framework can be placed within supplementary fit 
since it proposes that people and organization are attracted to each other based on 
similarity (e.g., P-O Fit and personality) The previous research done by Chatman and her 
colleagues (Chatman, 1989, 1991; O‘Rcilly,Chatman, & Caldwell, 1991) who proposed 
and tested a person-organization fit (P-O Fit) framework for understanding individual 
behavior in organizations. Furthermore, Bretz and Judge (1994) has applied ASA theory 
directly to study of P-O fit and work outcome such as job satisfaction and job 
performance.  
 
As the employees have selected the organization to work for, they will perform their job 
by applying their KSAs. The employees will continue performing their job and remain 
within the organization as long as they perceive they fit the work environment demands, 
in terms of perceiving their abilities fit their work demands. However, when there is no 
longer attraction, in terms of abilities that misfit the work environment demands, the 
employees may leave the organization, which represents the element of attrition in ASA 
theory.  
 
2.8.2 The Theory of Work Adjustment (TWA) 
Dawis and Lofquist (1984) TWA describes the relationship of the individual and 
environment impose requirement on one another and that successful work relations are 
the result of adjustments intended to create a state of correspondence between individual 
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and environment characteristics. Also the theory used to posit a relationship between 
person-environment correspondences contributes to job satisfaction and retention with an 
organization. Over time, the TWA predictive model has expanded to account for a variety 
of individual differences and other factors that have complementary effects on 
satisfaction and retention (Dawis, 2005). The previous study by Bretz and Judge (1994), 
had applied the theory of Work Adjustment (TWA) to P-O fit. They examined that the 
relationships between P–O fit and career success, job satisfaction and tenure. In this 
study, researcher has attachment both theoretical and empirical support for the notion that 
P-O fit impacts on individual outcomes such as  job satisfaction and job performance.   
 
Specifically, there are two types of interaction between individual and work environment. 
Firstly, it involves the correspondence between individual‘ abilities and ability 
requirements. This correspondence may influence organizational satisfaction, which is 
called satisfactoriness. Organizational satisfactoriness may affect individual tenure, in 
terms of retaining or promoting in an organization. Individuals who possess the ability 
which fulfill their organization‘s ability requirement may influence organizational 
satisfactoriness. On the other hand, satisfied organization may reward employees in terms 
of retaining or promoting them in the organization.  
 
The second interaction involves the correspondence between individual‘s need and 
reinforces system that would lead to employees‘ satisfaction. High employees‘ 
satisfaction may motivate the employees to remain in their organization, whereby 
unsatisfied employees may leave the organization. This correspondence explains the 
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organization‘s effort in fulfilling individuals‘ needs. High correspondence, in terms of 
highly fulfilling the individuals‘ needs may create high employees‘ satisfaction that 
finally leads to employees‘ tenure. 
 
Therefore, this explains that the TWA involves two interactions, namely the 
correspondence between individuals‘ ability and ability requirement, and the 
correspondence between individuals‘ needs and reinforce system. Further, these two 
interactions would affect organizational satisfactoriness and employees‘ satisfaction, 
respectively, and this in turn may influence employees‘ tenure. However, in certain 
circumstances, the interaction between individuals‘ ability and ability requirement may 
also lead to employees‘ satisfaction and employees‘ tenure, in terms of remaining in an 
organization. This concept which is called adjustment concept (Dawis et al., 1968) 
represents individuals‘ effort in adjusting themselves to get both satisfactoriness and 
satisfaction in order to stay in their organization. At this point, employees who possess 
ability fit (correspond) with the ability requirement needed by the organization will lead 
to satisfactoriness of the organization. Besides, satisfied organization will reward the fit 
employees by retaining them in the organization. At the same time, it may influence 
employees‘ satisfaction and this may lead to an increase of employees‘ tenure, in terms of 
remaining in organization.  
 
Based on the explanation presented, the study used the application of the correspondence 
between individuals‘ ability and ability requirement, particularly in applying the 
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adjustment concept in explaining the relationship between P-O Fit, Organizational 
climate and Job Satisfaction. 
 
2.9 Research Framework 
The research framework was developed based on literature on individual job performance 
and generally, compliance with theory of ASA (Schneider,1987) and TWA (Dawis & 
Lofquist, 1984), the model comprised the following variable, such as, P-O fit, Proactive 
Personality, Organizational climate as predictor variables. In this study job satisfaction is 
established as mediator which mediating the relationship between P-O fit, proactive 








Research Framework  
 
2.10 Chapter Summary 
This chapter has discussed about the concept of job performance, classification of the 
multidimensional of job performance such as task performance, contextual performance 
and adaptive performance. Apart of that, the chapter also has discussed factors that 
influence job performance such as P-O Fit, personality, organizational climate. The 
Job Performance 
Person-Organization fit 
Proactive Personality  
Organizational Climate  
Job Satisfaction  
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chapter discussed the role of the mediator effect of job satisfaction on the relationship 
between P-O fit, personality, organization climate towards job performance. The chapter 
ends with underpinning theories. The next chapter was discussion about the research 

























The present chapter presents the design and methodology of this study.  These include the 
research design, unit of analysis, population and sampling, variables and measures, 
questionnaire development, pretest and data collection procedures.  This section ends 
with the statistical tools used to test the hypotheses. 
 
3.1 Research Design 
This research is a quantitative approach and cross sectional survey design in nature. The 
study attempts to test several hypotheses derived from the literatures that form a basis for 
the research framework proposed for the study.  Statistical analyses were used to assess 
the empirical link between P-O fit, personality and organizational climate as independent 
variables and the dependent variable which is job performance.  This study is a cross-
sectional research whereby data was collected, analyzed, and summarized statistically 
while conclusions was drawn at a single point in time. In most cases, a cross-sectional 
research is chosen over a longitudinal research approach by researchers due to resource 
limitations (Cavana, Oelahaye, & Sekaran, 2001; Sekaran, 2003; Veal 2005).  Hence, this 
study adopts a cross-sectional approach in the data collection process. The mediating role 
of job satisfaction was investigated in this study.  A mediator explains how and why a 
certain effect occurs.   
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In this study, a survey method was used as the main research design. The use of survey is 
chosen for several reasons. It is an approach that utilizes a range of basic procedures to 
acquire information from people in their natural environment (Graziano & Ravlin, 1997). 
It also allows generalizing the results to the population (Leedy, 1997). Other benefits of a 
survey research include: (1) control of the method; (2) ability to acquire information 
otherwise inaccessible, and (3) ability to acquire a general sense of people‘s feelings 
(Leedy, 1997).  The field survey was conducted through the distribution of structured 
questionnaires to academic administrators in public universities of Southern Thailand. 
 
3.2 Unit of Analysis, Population, and Sample 
Unit of analysis in a given research represents who or what is being studied. In social 
science research the unit of analysis is as follows- a group, individual and the 
organization (Kumar, AbduI Talib & Ramayah, 2013; Creswell, 2012). Individual is the 
unit of analysis in this study and the academic administrators in public universities of 
southern Thailand were the respondents. Therefore, data were collected using 
questionnaires addressed to the academic administrators such as the Dean of the Faculty, 
Assistant Dean, Associate Dean, and Head of the Departments working at various 
faculties in the public universities of Southern Thailand. This group was considered 
because they are the institutional managers and have a leadership role at the discipline 
level and a key part in implementing institutional change.  They also play significant role 
in providing support to both the academic and management alike toward the 
accomplishment of university goals and objectives.  Besides, they are usually very busy 
with variety of duties, some of which are complex and sometimes conflicting. The duties, 
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for instance, include academic governance, instruction, staff and student affairs, external 
communications, budgeting, resources and office management and staff development.  
The academic administrators are therefore, more vulnerable to stress as they find that not 
only doing those things lecturers are expected to do like teaching, research, publication, 
and extension services, but more. The result is that they experience work overload, role 
conflict, and role ambiguity, numerous deadlines and numerous meetings and so on.  
These may influence their job performances and in turn the achievement of the 
universities‘ missions and goals. 
 
Southern Thailand was chosen in this study because since 2004, Southern Thailand has 
become caught up in an escalating cycle of conflict and violence. This situation has effect 
to educational system in south Thailand where low quality of education was found in this 
area.  Due to that, a special higher education plan to assuage the situation in the long run 
was introduced. The plan calls for creation of cultural understanding and tolerant, 
recognition and cultivation of values among Thais that Thailand is a country of multi-
faceted nature and multiculturalism. Inward and outward mobility for students and youth 
should be promoted. Building up and access to quality education at all levels would 
ensure good and meaningful employment within and outside southern Thailand, and 
opportunities in ASEAN and the world of Muslim communities (OHEC, 2008). These are 
rather more challenges to the higher education institutions in general and academic 
administrators in particular to address all these issues in running their departments.  
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At present, the Thai higher education system has undergone a major structural change 
constituting a high degree of diversification as there are 83 public higher education 
institutions, 35 private higher education institutions, and 19 Community Colleges. Higher 
education in Thailand is monitored and evaluated by the Office of the Higher Education 
Commission (OHEC). The Office of the Higher Education Commission (OHEC) has 
classified universities in Development Network by group regional and type of university. 
There are nine Education Development Network, namely: Higher Education Network 
Northern;  Higher Education Network ,Lower Northern Region; Higher Education 
Network Northeast upper; Network Education Northeastern part; Higher upper Central 
Network;  Higher Education South Central Network; Eastern Higher Education Network 
; Higher Education Network upper Southern; and Network Education Southerners (Satun, 
Songkhla, Pattani,Yala, Narathiwat). There are four types of universities (Autonomous, 




Classifications of the Network University Divided by Regional in Thailand 
Higher Regional Networks 
Sector  
public private Total 
1.Higher Education Network Northern 
2. Higher Education Network ,Lower Northern 
Region 
3.Higher Education Network Northeast upper 
4.Network Education Northeastern part 
5.Higher upper Central Network 
6.Higher Education South Central Network.  
7.Eastern Higher Education Network 
8.Higher Education Network upper Southern 


































Total 83 35 118 
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The study population comprised of all academic administrators (Dean of the Faculty, 
Assistant Dean, Associate Dean, Head of the Departments, Director and Deputy- 
Director). Seven public universities in Southern Thailand were included in this study, 
they are; Thaksin University (TSU), Prince of Songkhla University (PSU)(Songkhla), 
Prince of Songkhla University (PSU)(Pattani Campus),Songkhla Rajabhat University  
(SKRU), Yala Rajabhat University  (YRU),   Rajamangala University of Technology 
Srivijaya (RMUTRV), and Princess of Naradhiwas University (PNU).  In this study, the 
total population size of the academic administrators are 702 (refer Table 3.2). According 
to Krejcie and Morgan (1970), for a population of 702 as in the present study, a sample 
size of 248 is adequate.  
 
This study adopted a purposive sampling technique because of the limitation such as no 
sampling frame is made available which hinder the the use of random sampling method.  
According to some researchers (Sekaran, 2003; Bryman, 2015; & Alomar, 2004), 
purposive samples are produces when the sample selection is conducted by the researcher 










Population Distribution of the Respondent in Selected Universities 

















Male 5 15 9 1 8 2 
68 10% 25 






Male 10 50 14 4 15 13 





Male 4 11 3 1 12 9 
77 11% 27 





Male 5 17 7 2 7 10 
91 13% 32 





Male 2 4 12 2 12 2 
72 10% 25 





Male 2 11 23 2 8 9 
87 13% 32 










20 Female 2 10 8 - 3 1 
 
Total 
Male 36 120 71 12 67 53 
702 100% 248 
Female 23 133 70 7 40 70 
Source: Office of the Higher Education Commission (2014) 
TSU: Thaksin University 
PSU1: Prince of Songkhla University  
PSU2: Prince of Songkhla University  
SKRU: Songkhla Rajabhat University   
YRU: Yala Rajabhat University   
PNU: Princess of Naradhiwas University 
RMUTSV: Rajamangala University of Technology Srivijaya 
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3.2.1 Power of Analysis and Sample Size 
One of the essential stages in survey research is to determine an appropriate sample size 
(Bartlett, Kotrlik, & Higgins, 2001). A sample is defined as a set of participants selected 
from the whole of a large population for the purpose of conducting a survey research 
(Salant & Dillman, 1994). Ticehurst and Veal (1999) recommended the use of statistical 
methods such as statistical power test in determining an actual sample size, which is 
independent of the research population. By definition, a statistical power can be seen as 
the probability of correctly rejecting null hypothesis when the alternative hypothesis is 
true (Cohen, 1988, 1992; Faul, ErdFelder, Lang, & Buchner, 2007). Generally, 
researchers are of the view that, the larger the sample size, the higher the statistical power 
(Borenstein, Rothstein, & Cohen, 2001; Kelley & Maxwell, 2003; Maxwell, Kelley, & 
Rausch, 2008; Snijders, 2005). However, to determine a minimum sample size, which is 
usable for the study analysis considering the number of predictors, the study employed 
―A Priori‖ power analysis using G*Power 3.1 software (Franz Faul, Erdfelder, Buchner, 
& Lang, 2009). The employed ―A Priori‖ is based on the following parameters: Effect 
size (medium f
2
; 0.15), alpha level (α err prob; 0.05), power (1-β err prob; 0.95), and 
number of tested predictors (3 predictors, i.e., PO Fit, personality, and organizational 
climate). Consequently, as can be seen in the summary and the Figure 3.1 below,119 
samples are required to test the model of the present study.    
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F tests-Liner multiple regressions: Fixed model, R
2 
deviation from zero 
Input:  Effect size f
2
    =0.15 
  α err prob     = 0.05  
 Power (1-β err prob)   = 0.95  
 Number of predictors    = 3 
Output: Non-centrality parameter   =17.8500000 
  Critical F    =2.6834991 
  Numerator df    =3 
  Denominator df   =115 
Total sample size   =119 





The Out of a Priori Power Analysis 
Source: G*Power 3.1.9.2 
 
Although the power analysis determines the minimum sample size required for a study 
analysis, it is noteworthy to note that this value is independent of a study population. 
Consequently, researchers have to consider the study population on the hand. Moreover, 
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such population or a sample chosen from it should at least be equal to the actual sample 
as determined by the power analysis, which is the minimum for a study analysis. 
However, with the population of this study totaling to seven hundred and two (702) of 
administrative staffs, it is very difficult to study all the elements of the population. 
Therefore, the study determined an appropriate sample size that represents the above 
mentioned population. 
 
3.3 Operationalization and Measurement of Variables 
Questionnaires consisted of items measuring individual performance as the dependent 
variables, person-organization (P-O) Fit, proactive personality and organizational climate 
as the independent variables and job satisfaction as the mediator.   The measurements 
used in this study are adapted from other seminal studies (Hair et al., 2010).  The internal 
consistency reliability value for each instrument was observed based on the results in 
previous studies. Measurement that above the acceptable cut-off point of internal 
consistency value, i.e. above 0.6, is considered reliable and therefore will be used in this 
study (Nunnally, 1970).   For the purpose of content validity, all items questions were 
examined by assessing the suitability of items in representing the operational definition of 
each dimension.  Accordingly, a total of 58 items were used in the final questionnaire to 
examine all variables included in the theoretical framework of the study. 
 
3.3.1 Adaptive Performance 
Adaptive performance was used to measure individual job performance based on the 
work by Audrey and Patrice (2012).  The instrument is psychometrically sound, 
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multidimensional scale and is applicable across a wide range of job contexts. Adaptive 
performance consists of 19 items within the five dimensions, namely: creativity, 
reactivity in the face of emergencies, interpersonal adaptability, training effort and 
handling work stress.  All items are measured on 5-point Likert Scale ranging from 
strongly disagree to strongly agree.  The sample item for creativity: ―I do not hesitate to 
go against established ideas and propose an innovative solution‖; the sample item for 
reactivity in the face of emergencies: ―I easily reorganize my work to adapt to the new 
circumstances.‖ The sample item for interpersonal adaptability: ―I learn new ways to do 
my job better in order to collaborate with people.‖  The sample item for training effort: ―I 
look for every opportunity that enables me to improve my performance.‖ Sample item for 
handling work stress: ―I look for solutions by having a calm discussion with colleagues.‖ 
The past research has shown Cronbach‘s Alpha was satisfactory for the individual 
dimension (range from 0.78 to 0.87). Table 3.3 shows the operational definition of 
adaptive performance and the items used to measure adaptive performance. 
 
3.3.2 Person-Organization (P-O) Fit 
P-O Fit is the independent variable. P-O Fit concerns the antecedents and consequence of 
compatibility between people and the organizations in which they work (Kristof, 1996). 
P-O Fit was measured using 7 items adapted from Lovelace and Rosen (1996), Netmeyer 
et al., (1997). Past research has report that the scale has adequate internal consistency 




3.3.3 Proactive Personality 
Proactive personality was measured using Bateman and Crant‘s (1993) 10 item measure. 
There items were summed to arrive at a proactive personality score. Responses are 
indicated on a 5 Likert scales ranging from strongly disagree to strongly agree.  Sample 
items are ―I excel at identifying opportunities‖ and ―No matter what the odds, if I believe 
in something I will make it happen‖. In such that the Cronbach alpha ranging from 0.87 
to 0.89. Table 3.4 shows the proactive personality items used in this study. 
 
3.3.4 Organizational Climate 
Organizational climate is another independent variable in the study. Organizational 
climate is operationalized as the perception of work environment by the members of the 
organization including the working conditions, encouragement by the members of the 
organization including the work environment (Chen & Hu, 2008). The 8 items developed 
by Chen and Hu (2008) was used to measure organization climate. As shown in the past 
studies, the scale has adequate internal consistency. In such that the Cronbach alphas 
ranging from 0.85 to 0.87. The 8 items were rephrased to suit context of study where the 
unit of analysis is at the individual level. The items are show in table 3.4. 
 
3.3.5 Job Satisfaction 
Job satisfaction is the mediating variable in this study.  The measure was developed by 
Taylor and Bowers (1974) consisting of 7 items. Respondents were asked about their 
degree of satisfaction with the work, co-workers, supervision, promotional opportunities, 
pay, progress, and the organization to assess overall job satisfaction. The internal 
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reliabilities reported were ranged from 0.67 to 0.71. Table 3.3 shows the operational 

















Table3.3 5-point  Likert scale: strongly disagree (=1) to strongly agree (=5) 
 
The Operational Definition and Measurement 
Variables Dimension Operational 
definition 
No Item questions Scale   Source  
Section A: 
Dependent Variable:  
Adaptive 
performance 
The capability to 
deal with unstable 
competitive 
environments, 






The ability to 
find solutions 






1 I do not hesitate to go against established ideas and 
propose an innovative solution  
Within my department, people rely on me to 
suggest new solutions  
 









2 I use a variety of sources /types of information to 
come up with an innovative solution. 
 
3 I develop new tools and methods to resolve new 
problems  
4 I am able to achieve total focus on the situation to 
act quickly  
 Reactivity in 







The ability to 
manage priorities 






1 I quickly decide on the actions to take to resolve 
problem 
 
 2 I analyze possible solutions and their ramifications 
quickly to select the most appropriate one 
 3 
 












The ability to 
adjust their 
interpersonal 






in partner firms. 
1 I develop good relationships with all my 
counterparts to improve my interaction with them 
2 I try to understand the viewpoint s of my 
counterparts  to improve my interaction with them 
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Table 3.3 (Continued) 
Variables Dimension Operational 
definition 
No Item questions Scale   Source  
   3 I learn new ways to do my job better in order to 
collaborate with such people 
  
4 I willingly adapt my behaviour whenever I need to 







The tendency to 





1 I undergo training on a regular basis at or outside of 
work to keep my competencies up to date 
2 I am on the lookout for the latest innovations in my 
job to improve the way I work  
3 I look for every opportunity that enables me to 
improve my performance 
4 I prepare for change by participating in every 







maintain his or 
her composure 
and to channel 
his or her team‘s 
stress 
1 I keep my cool in situations where I am required to 
make many decisions 
 
2 I look for solutions by having a calm discussion 
with colleagues 
 
  3 My colleagues ask for my advice regularly when 




P-O fit  





value for which 
they work 
(Netmeyer et al 
(1997). 













2 I am able to maintain my values at this company 
3 My values prevent me from fitting in at this 
company because they are different from the 
company‘s values. 
4 I feel that my personal values are a good fit with 
this organization 
5 This organization has the same values as I do with 
regard to concern about others. 
6 This organization has the same values as I do with 
regard to honesty. 
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Table 3.3 (Continued) 
Variables Dimension Operational 
definition 
No Item questions Scale   Source  
Proact    Proactive 
Personality 
 - The perPersonal disposition 
toward proactive 
behaviour and to 
identify 
differences among 
people in the 
extent to which 
they take action to 
influence their 
environments 
(Bateman & Crant 
(1993). 
7 This organization has the same values as I do with 
regard to fairness. 
five point Likert scale: 
strongly disagree 
(=1) to strongly 
agree (=5) 
Adopted Bateman and 
Crant‘s (1993) 
1 I am consistently on the lookout for new ways to 
improve my life.  
2 Wherever I have been. I have been a powerful force 
for constructive change. 
3 Nothing is more exciting than seeing my ideas turn 
into reality 
4 If I see something I don‘t like, I fix it 
5 No matter what the odds, if I believe in something I 
will make it happen 
6 I love being a champion for my ideas, even against 
others‘ opposition 
7 I excel at identifying opportunities 
8 I am always looking for better ways of doing things. 
9 If I believe in an idea, no obstacle will prevent me 
from making it happen 




- The perception of 
work environment 







team support and 
resources in the 
work environment 
(Chen&Hu2008). 
1 In this university, I often was encouraged to 
propose new ideas. 
five point Likert 
scale: strongly 





Hu(2008) 2 In this university, I have been praised for my 
innovation behaviour. 
3 In this university, I can challenge other 
‗s ideas through positive thinking. 
4 In this university, I was expected to work in a more 
creative way. 
5 In this university, sufficient budget is provided to 




Table 3.3 (Continued) 
Variables Dimension Operational 
definition 
No Item questions Scale   Source  
   6 In this university,  it is acceptable for staff member 
like me to fail to achieve the expected outcome 
while carrying out an innovative learning plan. 
  
7 In this university,  my superior value the 
contribution I made 
8 In this university, I can freely wxchange ideas. 
Section C: 
Mediator 
:Job satisfaction  
- Job satisfaction is 
defined as an 
attitude that 
individuals have 
about their jobs. It 
is an extent to 








progress, and the 
organization to 
assess overall job 
satisfaction ( 





I am satisfied with every individual in my work 
group. 
 
five point Likert 
scale: strongly 






2 I am satisfied with my supervisor. 
 
3 I am satisfied with my job. 
 
4 I am satisfied with my current workplace. 
 
5 I am satisfied with my pay, as regards to my efforts 
and my skills. 
 
6 I am satisfied with the progress I have made in this 
organization so far. 
 
7 I am satisfied with chance for getting ahead with 
my current organization. 
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3.4 Validity and Reliability 
Primarily, both validity and reliability concern with the goodness of items measuring a 
particular construct. Especially, researchers carry out both validity and reliability tests to 
ensure that the measures developed are reasonably good (Sekaran & Bougie, 2013). 
However, while validity assesses the ability of measures to measure what was intended to 
be measured, the reliability analysis assesses the degree of which measures are free from 
random error and yield consistent results. 
 
3.4.1 Validity  
Validity refers to the accuracy of a measure or the extent to which a score is accurately 
and truthfully represents the concept of a construct (Zikmund et al., 2013). Similarly, 
Sekaran and Bougie (2013) defined validity analysis as a test or assessment of how well 
an instrument that is developed measures a particular construct it intended to measure. 
Generally, there are four approaches to establishing validity, and these are face validity, 
content validity, criterion validity, and construct validity. For the purpose of this study, 
only two approaches are taken into account, and these are the content validity and 
construct validity.    
 
3.4.1.1 Content Validity  
Content validity is the degree to which a measure covers the breadth of a domain of 
interest (Zikmund et al., 2013). Content validity ensures that a measure includes an 
adequate and representative set of items that tap the concept. Therefore, the higher the 
scale items represent the domain or universe of a concept being measured, the higher the 
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content validity (Sekaran & Bougie, 2009). Sekaran and Bougie (2013) recommended 
that a panel of judges could attest to the content validity of an instrument  
 
This study was conducted by using expert opinions from five academics who are experts 
in their particular areas. The result of content validity revealed the (item-objective 
congruence index : IOC) of each question was more than 0.5., which except some 
statements in which the wording had to be improved and sequences of the words needed 
to be changed for meaning accurate and cross-cultural misinterpretation. Consequently, 
the IOC of each question was more than 0.5 which shows good content validity 
(Chawanakrasaesin, Rukskul, Ratanawilai, 2011). In addition, the results suggested only 
minor changes, which still remained the original number of questionnaire items.  
 
Therefore, this study used five (5) experts to rate the adapted items of all the constructs, 
and consequently four (4) raters have favorably indicated the essentiality for the overall 
measures. see Appendix D. 
 
3.4.1.2 Construct Validity    
According to Sekaran and Bougie (2009), construct validity measures how well the 
results obtained from the use of a measure actually assess a designed concept. Construct 
validity is assessed through convergent and discriminant validity. The convergent validity 
is established when the scores obtained with two or more different instruments measuring 
the same concept is correlated (Sekaran & Bougie, 2013). Discriminant validity, on the 
other hand, represents the uniqueness or distinctiveness of a measure, that is to say the 
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scale of a particular construct should not be highly correlated with the measure of another 
construct (Zikmund et al., 2013). 
 
Sekaran and Bougie (2013) stated that construct validity can be determined using 
correlation analysis, factor analysis, and multitrait or multimethod matrix. Zikmund et al. 
(2013) argued that multivariate procedures like factor analysis could be useful in 
establishing construct validity.  Hence, the present study established construct validity 
using both correlation analysis and confirmatory factor analysis. Specifically, the average 
variance extracted (AVE) was used to measure the convergent validity of the reflective 
constructs of this study, whereas Fornell Lacker criterion and cross-loadings were 
employed for discriminant validity (Hair, Hult, Ringle, & Sarstedt, 2014).   
 
3.4.2 Reliability  
Sekaran and Bougie (2013) stated that the reliability of a measure indicates the extent to 
which it is error free (i.e., without bias), and thus ensures consistent measurement over 
time and across various items in an instrument. In other words, a reliability measure is an 
indication of the stability and consistency by which an instrument measures the concept 
or construct and help to assess the ‗goodness‘ of a measure. Thus, this study employed 
composite reliability to measure the internal consistency of the adapted constructs. It is 
computed in terms of the average intercorrelations among items measuring each concept 




3.5 Pilot Study  
To reaffirm the aforementioned validity (i.e., construct validity) and reliability of the 
adapted scales of this study, a pilot study had been carried out prior to the main data 
collection of the study. A pilot study is a small-scale research project, which collects data 
from a small group of respondents‘ also the different group of the population, and the 
primary purpose of which is to ascertain the validity and reliability of the developed or 
adapted measures (Flynn, Sakakibara, Schroeder, Bates, & Flynn, 1990; Zikmund et al., 
2013). Hence, in this pilot study, 30 questionnaires were tested on 30 academic 
administrators staff from upper Southern universities in Thailand. 
 
For this purpose, the path algorithm (Lohmoller, 1989) of the partial least squares 
structural equation modeling (PLS-SEM) path modeling (Wold, 1974; 1985) was run 
using smart PLS 2.0 M3 software. Specifically, to determine the internal consistency 
reliability (i.e., reliability analysis) and validity of all the reflective constructs of this 
study, composite reliability (CR) and AVE were calculated using the aforesaid PLS-SEM 
algorithm (Geladi & Kowalski, 1986; Lohmoller, 1989). However, as can be seen from 
Table 3.4, the reliability analysis for all reflective constructs is achieved because each 
value is above the critical value of 0.7 as suggested by a number of researchers (Bagozzi 
& Yi, 1988; Bagozzi, Yi, & Phillips, 1991; Hair, Ringle, & Sarstedt, 2011). Similarly, as 
also shown in Table 3.4, the convergent validity of all the reflective constructs is equally 
achieved as each of them has an AVE of at least 0.5 (Hair et al., 2011; Hair, Hult, Ringle, 




Pilot Test: Reliability and Convergent Validity (n=30) 
Construct Items CR AVE 
PO-FIT 7 0.851 0.541 
P 10 0.864 0.505 
OR 8 0.789 0.501 
JS 7 0.884 0.573 
 
On the same vein, Fornell and Larcker's (1981) criterion was employed to ascertain the 
discriminant validity of these constructs. Accordingly, to achieve discriminant validity, 
the square root of the AVE of each reflective construct should be higher than its 
correlations with any other construct (Fornell & Larcker, 1981; Hair et al., 2014). As 
presented in Table 3.5, the discriminant validity of all constructs has been achieved, as 
the square root of the AVE of each construct is greater than its correlation with any other 
reflective construct of this model.   
 
Table 3.5  
Pilot Test: Discriminant Validity (n=30) 
Constructs JS OR P            PO-FIT 
    JS 0.940 
       OR 0.729 0.888 
       P 0.163 0.519 0.930 
 PO-FIT 0.607 0.558 0.439 0.922 
Note: The bolded diagonal values correspond to the square root of the AVE of the constructs 
 
On the other hand, to assess the adapted formative model (i.e., job performance) of this 
study, there are two conditions to examine each indicator for it to enter into the construct 
as outlined by Hair et al. (2014). First, is to assess the collinearity among the indicators 
with variance inflation factor (VIF) values, the value of which should not be greater than 
5.  Second, is to assess the significance of statistical contribution (i.e., both relative and 
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absolute contribution) of each indicator to the construct. Nevertheless, before assessing 
these conditions, as the construct is reflective-formative type of hierarchical component 
model (HCM), the repeated indicator approach had been employed. This was performed 
by repeating the indicators of lower order components (LOCs), i.e., creativity, reactivity, 
interpersonal, training  and managing on the higher order component (HOC) that is job 
performance, so as to obtain the latent variable scores of LOCs (See Afthanorhan, 2014; 
Becker, Klein, & Wetzels, 2012; Ringle, Sarstedt, & Straub, 2012). The obtained latent 
variable scores were then used for the two-stage approach, thereby using each LOC‘s 
scores to serve as formative indicators for HOC (Hair et al., 2014). 
 
Table  3.6 
































**p < 0.01;  Note: The values in parentheses (i.e., outer loadings) represent absolute contribution, while 
their corresponding values by the left (i.e., outer weights) represent the relative contribution of an indicator 
or the LOC to the main construct or the HOC (i.e., Job Performance). 
 
 
As can be seen from Table 3.6, the VIF value of each indicator of the formative construct 
(i.e., job performance) is below the critical value of 5. This clearly indicates that there is 
no multicollinearity between the indicators. On the other hand, the outer weights values 
of sensing and coordinating capabilities formative indicators revealed an evidence of 
relative contributions to the main construct. Similarly, the outer loadings of all formative 
indicators have shown an absolute contribution or importance to the construct, as their 
respective values are all above the threshold of .50. Thus, all the four indicators are 
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important to the formative construct (Hair et al.,2014). To sum, all the adapted variables 
in this study are reliable and valid for the study, as confirmed empirically by this pilot 
study measurement model analysis.  Apart from the reliability and validity assessment, a 
pilot study is also important by providing a researcher with the feedback on how to adjust 
and enhance the procedures that will be used in the main data collection. Generally, the 
pilot study has helped this study with the followings: 
 
 The  assessment of the validity and reliability of the concepts,  
 Provided the researcher with available information regarding the respondents, and 
has established contact with the organizations and learned how the respondents 
need to be addressed and morally persuaded to cooperate, and    
 Enabled the researcher to foreseen and overcome or mitigate some possible 
challenges that may hinder the success of the main data collection. 
 
3.6 Questionnaire Design 
A questionnaire is a pre-formulated written set of questions used as a data collection 
mechanism, which is required to measure variables in the study (Sekarn & Bougie, 2010). 
There are two main sections: Section one asking the respondent about their biographical 
information into 7 items; Section two asking respondents about their job performance 
using 19 items, P-O Fit asking the degree of fit between their own personal values, ethics, 
goals, and objective and those of organization for which they work using 7 items, 
proactive personality asking respondent about the characteristics or personality of 
individual were inference to those organization in 10 items; 
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 organization climate asking respondent about the environment in the workplace that 
inference those person using 8 items, and job satisfaction asking respondent who works 
in the universities whether they are satisfying or not with their work using 7 items.   All 
measures use the five point Likert scales (1=strongly disagree and 5=strongly agree). 
Thus, Table below represents the summary of all the five major constructs with is fifty-
one (51) items adopted and used in this study. 
 
In the section one, the seven general questions were asking about gender, sector of 
employment, workplace, academic qualification, work currently, job position, and period 
of work. Section two contains questions about job performance, P-O Fit, personality, 
organizational climate, and job satisfaction. 
 
The study used the back-to-back translation to translate the research instruments.  First, 
the English version was translated to Thai language, then from Thai back to English 
language to ensure the translations version remain the same meaning as the English 
version.  Therefore, the first expert from Deputy Dean of Didyasarin International 
College, Dr. Patcharee Scheb-Buenner was engaged to translate the questionnaire from 
English to Thai language. The second expert translate from Thai to English was Miss. 
Rongdara Rochanahasadin from Centre for International Languages. 
Finally, a cover letter from the researcher was attached to the questionnaires indicated the 
intention of the researcher and the instructions were given on the questionnaire. The 
sample questionnaire is attached in appendix A.   
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3.7 Data Collection Procedures 
Data collection and analysis in this study were conducted based on the study objectives. 
The processes begin by obtaining permission from the Human Resource Department and 
the main office of faculties at the south Thai Public Universities to conduct the study and 
identify targeted group of respondents. After getting permission to conduct the study, the 
academic administrators (Dean, Deputy-Dean, Head of Department, Deputy Head of 
Department, Director and Deputy Director) were given the questionnaire (Appendix 1) 
together with an enclosing letter describing the study and soliciting voluntary 
participation. The distribution of questionnaires and collection of responses started 
precisely from the 21
st  
of March 2014 to the 21
st 
of April 2016. Before the data collection 
process, the official letter of introduction (see Appendix C) had been obtained from 
Othman Yeop Abdullah Graduate School of Business (OYAGSB), which has been used 
to introduce the researcher and the purpose of the study. This letter was attached to each 
of the questionnaire through a pre-addressed envelope enclosed in the research packet. 
Every envelope is labeled to help in the follow-up of non-returned surveys and every 
returned survey coded for the purpose of identification and record. The code number is 
only accessible to the researcher. Once the surveys are returned, the names of the 
respondents are removed from the list and the envelopes are destroyed. Moreover, for 
those subjects who do not return the survey questionnaires, follow-up procedures are 
conducted where the researcher revisit the universities to remind the return of the 




3.8 Techniques of Data Analysis 
In this study, several statistical analyses were employed to explain the data that have been 
collected and also to test the proposed hypotheses. Data analysis was conducted using 
Statistical Package for Social Science (SPSS)for data coding, data screening, and other 
preliminary analyses. Nevertheless, for the main analysis, the study employed partial 
least squares (PLS) path modeling (Wold, 1974, 1985) using the smart PLS statistical 
software. The partial least squares structural equation modeling (PLS-SEM) is considered 
the most appropriate method for this study data analysis compared to the conventional 
SPSS regression analysis modeling of 1st generation techniques. This is because although 
both techniques are alike and in some cases yield similar results, the former has an 
advantage of estimating both structural model (i.e., relationship between constructs) and 
measurement model (i.e., relationship between indicators and construct) concurrently 
(Chin, Marcolin, & Newstead, 1996; Duarte & Roposo, 2010; Gerlach, Kowalski, & 
Wold, 1979; Lohmoller, 1989). Moreover, PLS-SEM as the 2nd generation technique, 
allows the modeling among multiple exogenous latent variables and latent endogenous 
variables simultaneously (Gefen, Straub, & Boudreau, 2000).   
 
On the other hand, on it comparison with covariance-based structural equation modeling 
(CB-SEM) applications such as AMOS and LISREL, PLS-SEM as a variance based 
technique is particularly appropriate for this study as it is particularly useful for 
prediction, theory extending or developing existing theory (Henseler, Ringle, & 
Sinkovics, 2009; Hulland, 1999). Smart-PLS software is also a user friendly compared to 
other CB-SEM, especially in performing some complex analyses (Temme, Kreis, & 
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Hildebrandt, 2006, 2010). Moreover, Urbach and Ahlemann (2010) delineated some 
researchers justifications for preferring PLS-SEM statistical software for analyzing 
structural equation models. Some are as follows: 
 
 PLS requires fewer sample size than other techniques.   
 PLS does not require data to be normally distributed.  
 PLS is suitable for complex models with a large number of variables.  
 PLS is suitable for models concerned with both reflective and formative.  
 PLS is better suited for theory development than theory testing.     
 
However, in an effort to have clean data and valid results, the following stages were 
carried out in the processes of the data analysis. First of all, after successfully coding and 
entering data in SPSS variable view page,  the data had been screened and cleaned by 
testing response bias, detecting and replacing missing value (i.e., unpick or omitted 
value), and testing and treating outliers (i.e., extremists). Secondly, the measurement 
model assessment of validity and reliability was also performed using PLS algorithm 
(Geladi & Kowalski, 1986). Thirdly, the structural model was estimated using standard 
bootstrapping procedure with 5000 samples (Hair, Sarstedt, Ringle, & Mena, 2012; 
Henseler et al., 2009). At the end of this stage, the results were interpreted in the form of 
path coefficient or beta value and its t-value, R2 value, effect size, as well as the 
predictive relevance of the model (Hair, Hult, Ringle, & Sarstedt, 2014). Finally, the 
mediating relationship was also analyzed using bootstrapping indirect effect as well as 
other general recommendations of mediation analysis and specific suggestions for 
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advanced PLS-SEM path modeling for testing mediation (cf. Klarner, Sarstedt, Hoeck, & 
Ringle, 2013). 
 
3.8.1 Hypothesis Testing    
After the collection of sufficient data that matched the minimum sample size 
requirements, the researcher coded, summarized and analyzed the data with SPSS, factor 




Summary of Hypothesis  
Hypothesis Hypothesis Relationship 
H1 There is a positive relationship between PO Fit and job performance. PO Fit >JP 
H2 There is a positive relationship between personality and job 
performance. 
P>JP 
H3 There is a positive relationship between organizational climate and job 
performance. 
OC >JP 
H4 There is a positive relationship between PO Fit and job satisfaction. PO>JS 
H5 There is a positive relationship between personality and Job 
satisfaction. 
P >JS 
H6 There is positive relationship between organization climate and job 
satisfaction 
OC>JS 
H7 Job satisfaction is a mediator in the relationship between P-O fit and 
job performance. 
PO>JS>JP 
H8 Job satisfaction is a mediator in the relationship between personality 
and job performance. 
P>JS>JP 
H9 Job satisfaction is a mediator n the relationship between organization 
climate and job performance. 
OC>JS>JP 
 
3.8.2 Descriptive Analysis     
The descriptive statistics was used to describe the phenomena of interest (Sekaran 
&Bougie, 2010). The mean, median, mode, range, variance, and standarddeviation are the 
major descriptive statistics (Tabachnick & Fidell, 2001; Sekaran &Bougie, 2010). 
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Usually, the mean is the total scores in a data distribution divided by the number of 
scores. The median is the center point in a data division.  The mode is the highest 
repeated score in a data distribution. Range is the difference between the highest to 
lowest scores in a data distribution. Variance is the mean of the squared deviation scores 
for the mean of a data distribution. Standard deviation is the square root of the variance 
(Ticehurst & Veal 2000). The most frequently used measurement for inferential statistics 
is the Pearson correlation coefficient. Final statements about a population on the basis of 
the sample are determined by the inferential statistics (Sekaran & Bougie, 2010; Sekaran, 
2003).   
 
3.9 Chapter Summary 
This chapter has illustrated the detailed methodology involved in the research process. It 
begins with introducing the main purpose of this chapter, followed by the research 
framework and hypotheses development, type of research design chosen based on the 
study‘s objectives, selection of the respondent, development of the questionnaire and the 
survey procedure. This chapter briefly explains the adoption of several analyses used  to 
answer the research objectives. Additionally, the researcher mentioned how the pilot 
study had been conducted using same instruments in order to evaluate the viability of the 
adapted measures, and how to overcome all possible obstructions during the main study‘s 









This chapter presents the results of the data analysis and testing of the hypotheses by 
using PLS-SEM path modeling.  Before presenting the main results, the researcher 
performs and presents preliminary analysis, such as data screening and cleaning, 
checking and treating missing values, treating outliers, as well as descriptive statistics 
among others. Then, the researcher carries out the main data analysis, starting with 
measurement model to test reliability as well as validity followed by structural model, the 
R
2
, the effect size, as well as the predictive relevance are all presented in the chapter. 
Finally, the study conducts and presents the results of the mediation analysis.  
 
4.1 Response Rate  
A total of 417 questionnaires were distributed to academic administrators in public 
universities of Thailand. A direct contact to the department and faculty and several phone 
calls to reminder were made in an attempt to achieve high response rate (Dillman, 
2000;Salim Silva, Smith, &Bammer 2002; Traina, MacLean, Park, & Kahn, 2005).  
Therefore, these attempts yielded 187 returned questionnaires, out of 417 questionnaires 
that were distributed to the target respondents. This accounted for 45 percent response 
rate which is adequately considered for the analysis in this study. As suggested by 
Sekaran and Bougie (2013) for the sufficient response rate for surveys, 30 percent would 




Distribution and Response Rate of the Questionnaires 
Questionnaire Frequency Rate (%) 
Distributed questionnaires  417 100 
Unreturned Questionnaires 223 53 
Returned questionnaires 194 47 
Incomplete questionnaires      7 2 
Returned and usable questionnaires 187 45 
 
4.2 Data Screening and Preliminary Analysis  
In any multivariate analysis, it is very crucial to conduct an initial data screening because 
it helps the researchers to identify any possible violations of the key assumptions 
regarding the application of multivariate techniques of data analysis.  In addition, initial 
data screening assists the researchers to better understand the data collected for further 
analysis (Hair et. al., (2007).   
 
The entire 187 returned and usable questionnaires were coded and entered into the SPSS 
(version 22) before conducting the initial data screening. After data coding and entry,   
preliminary data analyses were performed such as: (1) missing value analysis, (2) 
assessment of outliers, (3) normality test, and (4) multicollinearity test (Tabachnick & 
Fidell, 2007; Hair, Black, Babin, & Anderson, 2010). 
 
4.2.1 Data Screening and Editing  
In conducting any multivariate analysis, data cleaning and screening are vital. Because of 
the fact that the quality and the meaningful outcome of the analysis mostly depend more 
on the initial data cleaning, the missing data, and outliers were checked and treated 
accordingly.    
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4.2.2 Missing Data 
The data collected were entered into SPSS v22 Software; to check whether there are 
missing data, the first descriptive statistics were run there have 9,537 data points, only 7 
were randomly missed and thus representing 0.07 percent of the whole data, break down 
among the variables as managing work stress had 1 missing value, P-O fit had 1 missing 
values, proactive personality had 2 missing value, organizational climate had 1 missing 
value, job satisfaction had 2 missing value.Appendix E 
 
Even though in the data set there was no acceptable percentage of missing values for 
making a compelling statistical inference, it was generally agreed by researchers that the 
missing rate of 5 percent or less than that is non-significant (Schafer, 1999; Tabachnick 
& Fidell, 2007).  
 
As suggested in the literature, the easiest way to replace the missing values is by using 
the mean substitution, where the total percentage of missing data is 5% or less (Raymond, 
1986; Little & Rubin, 1987; Tabachnick & Fidell, 2007). Thus, missing values were 
replaced using mean substitution in this study (Tabachnick & Fidell, 2007). Table 4.2 
presents the total and percentage of random missing values of the present study.  
Table 4.2 
Missing values  
Latent Variable Missing Items 
Managing work stress 1 M1 
P-O Fit 1 PO4 
Proactive personality  2 P5,P9 
Organizational climate  1 OR1 
Job Satisfaction  2 S5,S6 
Total/Percentage 7 out of 9,537 data points (i.e., 0.07%) 
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4.2.3 Outliers  
Byrne (2010) described that the outliers in a giving set of data are those whose scores are 
significantly unrelated from all the others. Tabachinich and Fidell (2007) suggested that 
in identifying of the univariate outlier, it should be through the observation of Z score. 
Each of the items has to be within the range of ±3. 29 (p<0.001 significance level) of the 
Z score. Any value exceeding ±3.29 in this investigation will be deleted. Therefore, no 
cases of univariate outliers were recorded. Additionally, multivariate outliers were 
identified using the Mahanalobis distance. In this study a multivariate outliers were 
checked and removed going by figures with 57 at 0.05 degree of freedom.  Therefore, 
cases (i.e., case 13,58,66,80,127 and 184) were deleted based on the fact that they were 
above the suggestion threshold of chi-square which is 75.62 (p = 0.001). Mahalanobis 
values that exceeded this threshold were deleted. Following this criterion, furthermore, no 
more outliers had been found in the data set after the Mahalanobis distance was re-
conducted. For further multivariate analysis, the remaining 181 cases were considered. 
 
4.2.4 Normality Test  
Statistically PLS-SEM was assumed to provide accurate model estimations in 
circumstances that are extremely non-normal in previous research (e.g., Cassel, Hackl, 
&Westlund, 1999; Reinartz, Haenlein, &Henseler, 2009; Wetzels, Odekerken-Schroder, 
& Van Oppen, 2009). Despite this, this assumption has been criticized recently.  Hair, 
Sarstedt, Ringle and Mena (2012) stated that the normality test on the data should be 
performed by researchers. The bootstrapped standard error estimates can be inflated when 
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they were highly skewness or kurtosis (Chernick, 2008), and the statistical significance of 
the path coefficient will be underestimated in turn (Dijkstra, 1983; Hair et al., 2012). 
  
Therefore, a graphical method adopted to check for the normality of the data collected 
from academic administrative staffs in this study (Tabachnick & Fidell, 2007). As 
suggested by Field (2009) when there is a large sample of 200 or more, it will be more 
important to check the distribution shape graphically instead of looking at the kurtosis 
and skewness statistics value.  Furthermore, the error is being decreased by a large 
sample which can inflate the kurtosis and the skewness statistical value (Field, 2009), 
decrease the standard errors, which in turn inflates the value of the skewness and kurtosis 
statistics. Hence, this justifies the reason for using a graphical method of normality test 
rather than the statistical methods. Following Field‘s (2009) mentioned that in the present 
study, the histogram and normal probability plots were accessed to make sure that there is 
no violation of normality assumptions. As shown in Figure 4.1 the data collected has 
followed the normal pattern because almost all the bars on the histogram are close to a 
normal curve. Therefore, Figure 4.1 shows that the normality assumptions were not 







4.2.5 Multicollinearity Test 
Multicollinearity is where two or more exogenous latent constructs are highly correlated. 
The presence of multicollinearity among the exogenous latent constructs will distort the 
estimates of regression coefficients and their statistical significance tests substantially 
(Chatterjee & Yilmaz, 1992; Hair, Black, Babin, Anderson, & Tatham, 2006). 
Particularly, Tabachnick and Fidell (2007) stated that the standard errors of the 
coefficients are increased if there is multicollinearity, which on the other way round 
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would make the coefficients statistically non-significant. Two methods were used to 
detect multicollinearity in the present study (Chatterjee &Yilmaz, 1992; Peng & Lai, 
2012). 
 
According to Hair et al. (2010) the examination of the correlation matrix of the 
exogenous latent constructs, also multicollinearity is said to occur if there is the 
correlation coefficient of 0.90 and above between the exogenous latent constructs. Table 
4.3 shows the correlation matrix.  
 
Table 4.3 
Multicollinearity Correlation Matrix  
Constructs 1 2 3 4 5 6 7 8 9 
1.Creative 1         
2.Reactive .518** 1        
3.Interpersonal .470** .365** 1       
4.Training .526** .515** .520** 1      
5.Managing .501** .459** .556** .496** 1     
6.PO-fit .462** .443** .508** .490** .577** 1    
7.Personality .509** .486** .416** .508** .515** .533** 1   
8.Org. Climate .573** .417** .465** .469** .519** .544** .628** 1  
9.Satisfaction .391 .417** .425** .329** .370** .525** .414** .521** 1 
**Correlation is significant at 0.01 level (1-tailed) 
Table 4.4 shows the correlations between the exogenous latent constructs that are below 
the suggested threshold value of 0.90 or more indicate that the exogenous latent 
constructs are not highly correlated and was independent. Multicollinearity is said to 
106 
occur when the independent variables are extremely interrelated which is as high as 0.90 
and above (Tabachnick & Fidell, 2007).  
 
If the multicollinearity problem is detected, it can be resolved by deleting the offending 
variables (s). In this study it has no problem among the predictor variables. The next 
when it comes to screening the multicollinearity, the regression result from SPSS was 
used to examine the Variance Inflation Factor (VIF) and tolerance level.  
 
Therefore, according to Hair et al., (2014) a tolerance level of 0.20 and below or a VIF 
value of 5 and above indicates the presence of multicollinearity among variables. In 
essence, if a tolerance value is 0.20 or a VIF value is 5 (tolerance over 1, i.e., 0.20/1), 
Thus, 80 percent of that variable variance is explained by other independent variables of 
the model. See Table 4.4 below. 
 
Table 4.4  
Multicollinearity Test based on Tolerance Value and VIF 
Exogenous Variable Collinearity Statistic 
Tolerance VIF 
P-O Fit PP 0.596 1.679 
ORGC 0.524 1.909 
JS 0.717 1.395 
PP ORGC 0.628 1.592 
JS 0.646 1.549 
P-O fit 0.624 1.604 
ORGC JS 0.699 1.431 
P-O fit 0.603 1.657 
PP 0.691 1.447 
JS P-O fit 0.643 1.554 
PP 0.554 1.806 
ORGC 0.545 1.836 
Note: P-O fit=Person-Organization fit, PP=Proactive Personality ORGC=Organizational 
Climate, JS=Job Satisfaction 
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As can be seen from Table 4.5 above, the tolerance ranges between 0.524 – 0.717, there 
are higher than 0.20 and VIF also ranges from 1.395 – 1.909 are below 5 for all variable. 
Thus, it was concluded that the multicollinearity problem among the exogenous variables 
is not an issue. 
 
4.2.6 Non Response Bias 
Non-response bias is the bias that results when respondents differ in meaningful ways 
from non-respondents (Lambert & Harrington 1990 p. 5). To estimate the possibility of 
non-response bias, a time-trend extrapolation approach was suggested by Armstrong and 
Overton (1977), which requires comparing early and late responses.  It was disputed that 
late respondents share similar characteristics with non-respondents.    
The present study followed the approach of Armstrong and Overton‘s (1977), by dividing 





 August, 2016 and (i.e., late respondents) responders within 15
th
 August to 
25
th
 September, 2016 (Vink & Boomsma, 2008). The majority of the respondents in the 
sample; that is 100 (53%) responded to the questionnaire within 15
th
 June to 14
th
 August, 
2016 or early respondents, while the remaining 87, representing 47%, responded within 
15
th
 August to 25
th
 September, 2016 or the late respondents (Table 4.5).   
Particularly, to detect any possible non-response bias, an independent sample t-test was 
conducted on the variables of the main study, where these include; P-O fit, personality, 
organizational climate, job satisfaction and job performance. 
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Table 4.5  shows the  results of the latent variables of this study which  indicated that the  
independent-samples t-test  equal variance significance values revealed that  the Levene's 
test for the equality of variances was greater than the 0.05 significance level  based on the 
suggestion of  Field (2009)  and Pallant (2010). Therefore, this proposes that the 
assumption of equal variances between early and late respondents was not violated. 
Hence, non-response bias is not a major problem in the present study as concluded. As 
can be seen from Table 4.5 present the Non-response bias an independent samples t-test. 
 
Table 4.5  
Non-response Bias an Independent Samples T-test 
Variables Group N Mean SD 
Levene’s Test the Equality 
of Variances 
F Sig. 
Creative Early Response 100 3.757 0.566 0.940 0.333 
 Late Response 87 3.977 0.512   
Reactive Early Response 100 3.937 0.568 4.279 0.832 
 Late Response 87 3.954 0.483   
Interpersonal Early Response 100 4.235 0.505 0.169 0.681 
 Late Response 87 4.391 0.488   
Training Early Response  100 4.095 0.565 0.008 0.930 
 Late Response 87 4.115 0.547   
Managing Early Response 100 4.053 0.597 1.608 0.206 
 Late Response 87 4.125 0.502   
PO-fit  Early Response 100 4.069 0.568 0.016 0.900 
 Late Response 87 4.125 0.566   
Personality Early Response 100 3.861 0.451 0.003 0.957 
 Late Response 87 3.907 0.426   
Org. climate Early Response 100 3.670 0.538 0.000 0.990 
 Late Response 87 3.660 0.536   
Satisfaction  Early Response 100 0.553 0.553 0.514 0.474 
 Late Response 87 0.641 0.641   
 
 
4.2.7 Common Method Variance Test 
In this study all the items were subjected to a principal components factor analysis, 
following Podsakoff and Organ (2003). Eleven factors were yielded by the results of the 
analysis, thereby explaining a cumulative of 67% of the variance; with the first (largest) 
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factor explaining 9.23% of the total variance, which is less than 50% (c.f., Kumar, 2012). 
Moreover, the results indicate that no single factor accounted for the majority of 
covariance in the predictor and criterion variables (Podsakoff et al., 2012).  Hence, this 
suggests that common method bias is not a major concern and is unlikely to inflate 
relationships between variables measured in the present study. 
 
4.2.8 Profiles of the Respondents 
Table 4.6 shows the respondents demographic profile. The respondents were requested to 
explain some of their demographic information; they include the gender, workplace, 
educational qualification, work currently, administrative job position, tenure in current 
university, tenure in administrative position. The responses in this study were given by 
male with 91 responses, representing (48.7 percent), and female 96 responses, 
representing (51.3percent). Regarding to the workplace, 21 responses (11.2 percent) 
representing department, 133 responses (71.1 percent) representing Faculty, 23 responses 
(12.3 percent) representing Center, 9 responses (4.8 percent) representing Unit and 1 
response (5 percent). 
Regarding the educational qualification, those with Bachelor‘s Degree holders constituted 
19 responses, representing (10.2 percent) of the total responses, followed by Master‘s 
Degree holders with  99 responses, representing (52.9 percent), those with PhD with 69 
responses, representing (36.9 percent) of the responses.  Regarding to work currently, 
PSU (Songkla) had 21 responses, representing (11.2 percent), PSU (Pattani) had 22 
responses, representing (11.8percent), MUT had 31 responses, representing (16.6 
percent), TU  had 22 responses, representing (11.8 percent), SKRU had 45 responses, 
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representing (24.1percent), YRU had 29 responses, representing (15.5 percent), and PNU 
had 17 responses, representing (9.1 percent). Regarding to the administrative job 
position, 16 responses, representing (8.6 percent) are Dean, followed by Associate and 
Assistant Dean (39 percent), Head of Program (20.3 percent), Director (5.9 percent), 
Deputy Director (11.2 percent), Head of department (12.8 percent), and Deputy of Head 
department (2.1 percent). 
 
In the meantime, with regard to the number of years of work with university, 27 
respondents had less than 5 years tenure (14.4 percent), 48 respondents between 6-10 
years (25.7 percent), 37 respondents between 11-15 years (10.8 percent), 26 respondents 
between 16-20 years (13.9 percent), whereas tenure more than 20 years is 26.2 percent. 
Finally, with regards to tenure in administrative position, 109 respondents had less than 5 
years tenure (58.3 percent), 58 respondents between 6-10 years (31 percent), 14 
respondents between 11-15 years (7.5 percent), 5 respondents between 16-20 years (2.7 
percent), whereas more than 20 years tenure is 0.5 percent. 
 
A brief summary of the demographic data of respondents is presented in Table 4.6. (See 
Appendix E) 
Table 4.6  
Demographic Profile of respondents: Frequency Distribution (n=187) 
Demographic Variable Items Frequency Percent (%) 
Gender Male 91 48.7 
 Female 96 51.3 
Total  187 100 
Workplace Department 21 11.2 
 Faculty 133 71.1 
 Center 23 12.3 
 Unit 9 4.8 
Total  187 100 
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Table 4.6 (Continued) 
Demographic Variable Items Frequency Percent (%) 
Educational Qualification Bachelor‘s Degree 19 10.2 
 Master‘s Degree 99 52.9 
 Doctoral Degree 69 36.9 
Total  187 100 
Work Currently PSU(Songkla) 21 11.2 
 PSU(Pattani) 22 11.8 
 MUT 31 16.6 
 TU 22 11.8 
 SKRU 45 24.1 
 YRU 29 15.5 
 PNU 17 9.1 
Total  187 100 
Administrative  Job Position Dean 16 8.6 
 Associate/Assistant Dean  73 39.0 
 Head of Program 38 20.3 
 Director 11 5.9 
 Deputy Director  21 11.2 
 Head of department 24 12.8 
 Deputy of Head department  4 2.1 
Total  187 100 
Tenure with the current University <5 years 27 14.4 
 6-10 years 48 25.7 
 11-15 years 37 19.8 
 16-20 years  26 13.9 
 >21 years 49 26.2 
Total  187 100 
Tenure in Administrative position <5 years 109 58.3 
 6-10 years 58 31.0 
 11-15 years 14 7.5 
 16-20 years 5 2.7 
 >21 years 1 0.5 




4.2.9 Descriptive Statistics 
The descriptive statistics are primarily concerned with the latent variable descriptive 
statistics used in the present study. This is the form of latent variable means and standard 
deviations. All the latent variables used in this study were measured using a five-point 
scale whereby ―1 = strongly disagree to 5= strongly agree‖. Table 4.7 presents the results. 
For easier interpretation, the five-point scale used in the present study was classified into 
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three categories, namely, low, moderate and high. Scores of less than 2 (3/3 + lowest 
value 1 is considered as low; scores of 3 (highest value 5 - 3/3) is considered high, while 
those between low and high scores are considered moderate (Sassenberg, Matschke, & 
Scholl, 2011). 
Table 4.7 
Descriptive Statistics for Latent Variable 
Latent Construct Number of items Mean Std. Deviation 
Creativity 4 3.85 0.55 
Reactivity 4 3.94 0.52 
Interpersonal 4 4.30 0.50 
Training 4 4.10 0.55 
Managing 3 4.07 0.55 
PO-fit 7 4.09 0.56 
Personality 10 3.88 0.43 
Org. Climate 8 3.66 0.53 
Job satisfaction 7 4.07 0.59 
 
 
Table 4.7 shows that the overall mean for the latent variables ranged between 3.66 and 
4.30.  This suggests that respondents tended to have high level of score for all variables. 
Table 4.7 also indicates that the mean for P-O fit was 4.09, with a standard deviation of 
0.56, Personality with the mean score of 3.88, standard deviation of 0.43, 
Organizational climate with the mean score of 3.66, standard deviation of 0.53, Job 
satisfaction with the mean score of 4.07, standard deviation of 0.59. Five dimensions of 







4.3 Assessment of PLS-SEM Path Model Results 
Henseler and Sarstedt (2013) conducted a recent study, where they suggested that the 
goodness-of-fit (GoF) index is not suitable for the model validation. For example, 
according to the authors, using PLS path models with simulated data,  that goodness-of-
fit index is not suitable for model validation  since  valid models  cannot be separated 
from invalid ones (Hair, Ringle, &Sarstedt, 2013). Based on the recent progress about the  
PLS path modeling in model validation unsuitability, a two-step process  was adopted in 
this study  as suggested by Henseler, Ringle and Sinkovics (2009) to evaluate and report 
the results of the PLS-SEM path. In this study, the two-step process adopted includes (1) 
A measurement model assessment, and (2) the assessment of a structural model as 












Figure 4.2  







Results of Reflective Measurement Model   
 Individual Item Reliability 
 Internal Consistency Reliability 
 Convergent Validity 
 Discriminant Validity   
Assessing Results of Formative Measurement Model 
 Collinearity Assessment 







Assessing Results of Structural Mode 
 Significance of the Path Relationships 
 Coefficient of Determination 
 Effect Size 
 Predictive Relevance 
Advance PLS-SEM Analysis (Mediation Analysis) 
 Significance of the Path Relationship Confidence Interval 
 Coefficient of Determination    Effect Size 
 Predictive Relevance      Variance Accounted For 
 
114 
4.3.1 Assessment of Measurement Model 
According to Hair et al., (2011; 2014) in the measurement model assessment, when 
determining the internal consistency reliability, the individual item‘s reliability content 
validity, discriminant validity and convergent validity are required as shown in the 
measurement model in figure 4.3 below. For the formative construct, the researcher has 
to examine two conditions upon each indicator for it to be important in the construct or 
not (Hair et al., 2014). First, the researcher has to assess the collinearity among the 
indicators using the tolerance level or variance inflation factor (VIF) values, the threshold 
of which is 0.20 for the tolerance level, and 5 for VIF.  The second condition is to assess 
the significance of the statistical contribution of each formative indicator to the main 
construct. 
 
However, job performance as the dependent variable of this study is formative type of 
hierarchical component model (HCM), the study firstly employed repeated indicator 
approach (see Figure 4.3). This has been done by repeating all indicators of the lower 
order components (LOCs), such as creativity, reactivity, interpersonal ,training, and 
managing work stress on the higher order component (HOC) that is job performance (JP) 
in order to obtain the latent variable scores of LOCs (see Afthanorhan, 2014; Becker, 
Klein, & Wetzels, 2012; Ringle, Sarstedt, & Straub, 2012). The obtained latent variable 
scores were then used for two-stage approach (see Figure 4.4), thereby using each LOC‘s 
scores as a formative indicator to the HOC (Hair et al., 2014; Ringle et al., 2012). 
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Therefore, the measurement model analysis of reliability for the reflective-formative 
construct as well the validity of both reflective and formative constructs were estimated 
based on this new model (i.e., Figure 4.4). Hence, as mentioned earlier, the first set of 
analysis conducted includes the individual item reliability as well as construct reliability 
and validity of the reflective construct. The later assessment of collinearity among 
formative indicators was computed using VIF values and the significance of the statistical 
contribution (i.e., both relative and absolute contributions) of each indicator to the main 



















Figure 4.3  
Repeated Indicator Approach 
Note: The [+] on Job performance (JP) indicates that the same items loaded on five dimensions (i.e., LOCs) of creativity, reactivity, interpersonal adaptability, 




Figure 4.4  
Measurement Model (second stage approach) 
Note: The formative factors on job performance (JP) are the latent variable scores of creativity (C) interpersonal (I) managing (M) reactivity (R) and training (T). 
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4.3.1.1 Individual Item Reliability of Reflective Measurement Models 
In order to ascertain the individual item reliability and other measurement model 
assessments, the study performed PLS algorithm (Geladi & Kowalski, 1986) as 
presented in Figure 4.4. The individual item or factor reliability of reflective 
constructs was determined using the outer loadings of each construct‘s indicators 
(Duarte & Roposo, 2010;  Hair et al., 2012; Hulland, 1999). 
 
According to Hair et al. (2014) rule of thumb, an indicator with 0.70 outer loading is 
reliable and acceptable for already developed scale. However, they argued that rather 
than just automatically eliminating an indicator with loading below 0.70, researchers 
should consider deleting the factor only if its removal increases the Average Variance 
Extracted (AVE) as well as the composite reliability (CR). As such, to maintain a 
particular indicator, the loading must be between 0.40 and 0.70, and thus the deletion 
is subject to the increment of the AVE and CR. Hence, following Hair's et al. (2014) 
rule of thumb, that out of 32 items measuring 4 reflective constructs of this study, 
only 5 items (i.e., P3 ,P6,P7,OR2 and OR5) were deleted leaving the study with the 
remaining  items that are considered acceptable for  further analysis (see Table 4.8 
and Appendix A ).    
 
Table 4.8 
Loading, Composite Reliability and Average Variance Extracted  





P-O Fit(PO) PO1 0.856 0.912 0.931 0.659 
 PO2 0.874    
 PO3 0.875    
 PO4 0.800    
 PO5 0.825    
 PO6 0.688    
 PO7 0.746    
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Table 4.8 (Continued) 





Personality(P) P1 0.721 0.836 0.877 0.505 
 P2 0.777    
 P4 0.748    
 P5 0.753    
 P8 0.694    
 P9 0.623    
 P10 0.648    
Organizational climate(OR) OR1 0.738 0.799 0.857 0.501 
 OR3 0.668    
 OR4 0.674    
 OR6 0.628    
 OR7 0.812    
 OR8 0.712    
Job satisfaction(JS) JS1 0.732 0.885 0.910 0.593 
 JS2 0.668    
 JS3 0.807    
 JS4 0.790    
 JS5 0.803    
 JS6 0.744    
 JS7 0.832    
Note: 5 items (P3, P6, P7, OR2, and OR5) were deleted due to measurement issue 
(n=181) 
 
As can be seen from Table 4.8, apart from the P3, P6, P7, OR2, and OR5 that were 
removed from the analysis due to some measurement issues, all other indicators have 
loadings of 0.70 and above except item PO6 that has 0.688, P8 has 0.694, P9 has 
0.623, P10 has 0.684, OR3 has 0.668, OR4 has 0.674, OR6 has 0.628, and JS2 has 
0.668. Even though these items have a loading below 0.70, it was maintained because 
it is already above the critical level of 0.40, and its removal would not bring about any 
significant change to either AVE or CR.  More so, all those loadings are very close to 
0.70 or approximate equal to. Therefore, based on the criterion given by Hair et al. 
(2014), all the remaining items are reliable to measure their respective reflective latent 




4.3.1.2 Internal Consistency Reliability of Reflective Models 
This refers to the internal consistency of various items or factors measuring the same 
reflective latent construct (Bijttebier et al., 2000; Hays & Hayashi, 1990; Sun et al., 
2007). The traditional criterion for assessing internal consistency is the Cronbach‘s 
alpha coefficient that provides an estimate of the reliability based on the inter 
correlations among indicators (see Cronbach, 1951; Cronbach & Shavelson, 2004).  
 
Despite the popularity of alpha coefficient, it has been criticized for being sensitive to 
the number of items in a construct and underestimate the true internal consistency 
reliability, and hence composite reliability (CR) has been suggested as an alternative 
criterion especially in SEM (Bacon, Sauer, & Young, 1995; Hair et al., 2014; Peterson 
& Kim, 2013). 
 
However, as CR takes into account of the various outer loadings of respective 
indicators, it provides less biased estimate of the reliability compared to the 
Cronbach‘s alpha that assumes  all items are equally reliable without considering the 
actual contribution of each individual item loadings (Barclay, Higgins,  & Thompson,  
1995; Hair et al., 2014; Gotz, Liehr-Gobbers, & Krafft, 2010). Hence, it was 
suggested that CR is more appropriate for PLS-SEM (Hair et al., 2014). Thus, the 
present study used composite reliability (CR) for assessing internal consistency 
reliability. 
 
On the other hand, it has been suggested that a reflective latent construct is said to be 
reliable when it has at least 0.70 value of CR (Bagozzi & Yi, 1988; Hair et al., 2014; 
Hair et al., 2011). As can be seen in Table 4.8, the CR of all the reflective constructs 
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in this study ranges from 0.857 to 0.931. Specifically, P-O Fit has a CR of 0.931, 
personality has 0.877, organizational climate has 0.857 and job satisfaction has 0.910. 
Going by the aforementioned rule of thumb of 0.70 and above for the acceptable 
values of composite reliability (CR), the researcher has concluded that all of these 
constructs are reliable as all their respective composite reliability‘s values are above 
the threshold (cf. Hair et al., 2014).  
 
4.3.1.3 Convergent Validity of Reflective Models 
According to Hair et al. (2010) convergent validity refers to the degree to which 
multiple items represent the intended latent construct which certainly correlates with 
other measures of the same latent construct. Convergent validity was assessed by 
examining the Average Variance Extracted (AVE) of each of latent construct, in this 
study, based on Fornel and Larcker (1981)‘s suggestion. Chin (1988) recommended 
that to achieve adequate convergent validity, the AVE of each latent construct should 
be 0.50 or more. In line with Chin (1998), the AVE values in table 4.8 ranged from 
0.501 and 0.659 which revealed high loadings (>0.50) on their respective constructs, 
indicating that for all the constructs, the convergent validity has been established. 
 
4.3.1.4 Discriminant Validity of Reflective Models 
Discriminant validity is the degree to which items differentiate from other latent 
constructs (Duarte & Raposo, 2010; Hair et al., 2014). Discriminant validity in the 
present study was determined using the average variance extracted based on (Fornell 
& Larcker‘s, 1981) suggestion. He further emphasized that it was realized when the 
correlations among the latent constructs were compared with the square roots of the 
average variance extracted. 
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In addition, following the criterion of Fornell and Larcker (1981), discriminant 
validity was achieved. Firstly, there was the benchmark for estimating discriminant 
validity, therefore, Fornell and Larcker (1981) suggested that the AVE with a score of 
0.50 or more is acceptable. For adequate discriminant validity to be achieved, Fornell 
and Larcker (1981) suggested that the square root of the AVE has to be greater than 
the correlations among the latent constructs. Table 4.8 shows that the AVE which 
range from 0.501 to 0.659, signifying acceptable values. 
 
Table 4.9 shows the relationships between the latent constructs compared with the 
square root of the AVE (bold face value). Following Fornell and Larcker, (1981) all 
the square roots of the AVE were greater than the correlations among latent constructs 
as shown in table 4.9, which signifies that there is adequate discriminant validity. 
 
Table 4.9  
Measurement Model: Discriminant Validity 
Constructs JS OR P PO-FIT 
   JS 0.770 
      OR 0.530 0.708 
       P 0.439 0.627 0.711 
    PO-FIT 0.532 0.577 0.604 0.812 
 
As can be seen from Table 4.9, all the reflective latent constructs of this study have 
discriminant validity as the square roots of their respective AVEs are above their 
correlation with any other construct. In a nutshell, each of the reflective latent 
constructs of the present study is distinctively different from one another as none of 
them is highly correlated with the other. More importantly, each of the said constructs 
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is unique and captures phenomena not represented by other reflective latent constructs 
based on Fornell and Larcker's (1981) criterion analysis.   
 
 The second method of assessing the discriminant validity of reflective constructs is 
by examining the cross-loadings of their respective indicators (Hair et al., 2014). 
Specifically, for a reflective latent variable to have discriminant validity using cross 
loadings method, all its indicators loadings should be greater than their corresponding 
loadings (cross-loadings) on other constructs (see Chin, 1998).  Hair et al. (2011) are 
of the view that cross loading is generally considered a rather liberal criterion in terms 
of establishing discriminant validity. Thus, the assessment of the discriminant validity 
based on the cross-loadings criterion is presented in Table 4.10. 
 
Table 4.10  
Measurement Model: Discriminant Validity (Cross loading) 
Items OR P PO_FIT JS 
or1 0.736 0.484 0.41 0.376 
or3 0.668 0.537 0.41 0.266 
or4 0.674 0.485 0.381 0.285 
or6 0.627 0.332 0.289 0.274 
or7 0.813 0.452 0.471 0.487 
or8 0.714 0.380 0.464 0.507 
p1 0.358 0.718 0.404 0.248 
p10 0.525 0.649 0.334 0.288 
p2 0.524 0.775 0.438 0.276 
p4 0.485 0.746 0.492 0.404 
p5_1 0.443 0.752 0.394 0.336 
p8 0.425 0.696 0.462 0.254 
p9_1 0.360 0.627 0.484 0.373 
po1 0.486 0.474 0.856 0.437 
po2 0.455 0.496 0.875 0.433 
po3 0.483 0.558 0.876 0.421 
po4_1 0.505 0.485 0.801 0.406 
po5 0.512 0.569 0.826 0.423 
po6 0.362 0.408 0.686 0.439 




Table 4.10 (Continued) 
Items OR P PO_FIT JS 
s1 0.430 0.336 0.413 0.732 
s2 0.453 0.386 0.389 0.668 
s3 0.417 0.374 0.483 0.808 
s4 0.362 0.279 0.396 0.790 
s5_1 0.356 0.358 0.368 0.803 
s6_1 0.343 0.268 0.265 0.743 
s7 0.454 0.339 0.494 0.832 
 
 
As can be seen from Table 4.10, each of the reflective latent variables of the present 
study has discriminate validity based on the cross-loading analysis as the indicators‘ 
loadings (i.e., shaded loadings) of each construct are greater than their corresponding 
loadings diagonally. Consequently, it is enough to say that all the latent reflective 
latent constructs of this study have discriminant validity using either method.   
 
4.3.1.5 Collinearity and Significance Assessment of Formative Models  
For the formative construct (i.e., job performance), on the other hand, there are two 
conditions to examine each indicator on whether it is important to the construct as 
outlined by  Hair et al. (2014). First, is to assess the collinearity among the indicators 
with variance inflation factor (VIF) values, the value of which should not be greater 
than 5.  Second, is to assess the significance of the statistical contribution (i.e., both 









Table  4.11 

































**p < 0.01;  Note: The values in parentheses (i.e., outer loadings) represent absolute 
contribution, while their corresponding values by the left (i.e., outer weights) 
represent the relative contribution of an indicator or the LOC to the main construct or 
the HOC (i.e., Job Performance).(n=181) 
 
 
As can be seen from Table 4.11, the VIF values of all the indicators (i.e., lower order 
component) of the formative construct (i.e., JP) are below the critical value of 5. This 
clearly indicates that there is no collinearity between indicators. On the other hand, 
the outer weights values of creativity, reactivity, interpersonal adaptability, training 
and learning and managing work stress which are the formative indicators indicate 
enough evidence of the relative contributions to the main construct (JP). Similarly, the 
outer loading of  all formative indicators show the absolute contribution to the 
construct as their respective values are all above the threshold of 0.50. Consequently, 
all five indicators are important (both absolutely and relatively) to the main construct 
(Hair et al., 2014). In a nutshell, both the reflective and formative constructs of this 
study are therefore reliable and valid empirically for further analyses. 
 
4.3.2 Assessment of the Structural Model   
This section presents an assessment of the structural model after ascertaining the 
measurement model in the study. The procedure for the bootstrapping through a 
number of 5000 bootstrap samples and 181 sample size to assess the significance of 
the path coefficients was applied (Hair et al., 2011; 2012; 2014). Structural model, 
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according to Hair et al. (2006), illustrates about the reliance and dependence of 
relationships in the hypothesized model. In partial least squares (PLS), structural 
model takes before the directional relationships between the variables, their t-values 
and the path co-efficient. Regarding path coefficient, partial least squares (PLS) is 
entirely like the standardized beta (Std. Beta) coefficient in regression analysis 
(Agarwal & Karahanna, 2000). Importantly, the core objective here is to assess the 
hypothesized relationships between P-O fit, personality, organizational climate and 
job performance as well as the mediating role of job satisfaction. 
 
The study spotlights the evaluation model and then the assessment of the hypothesis 
of regression and correlation of variables. In the hypotheses structuring perspective, 
PLS-SEM supports Parsimonious models those offer ―as few parameters as possible 
for a given quality of model estimation results‖. Equally, Hierarchical component 
model (HCM) is a higher-order structure (usually second-order) that contains several 
layers of constructs and involves a higher level of abstraction. HCMs involve a more 
abstract higher-order component (HOC), related to two or more lower-order 
components (LOCs) in a reflective or formative way‖ according to Hair et al., (2012) 
there are several reasons behind the insertion of Hierarchical component model in 
PLS-SEM. For instance, it helps in reducing ―the number of relationships in the 
structural model, making the PLS path model more parsimonious and easier to grasp. 
The HCMs prove impressive if ―the constructs are highly correlated; the estimations 
of the structural model relationships may be biased as a result of collinearity issues, 
and discriminant validity may not be established. In situations characterized by 
collinearity among constructs, a second-order construct can reduce such collinearity 
issues and may solve discriminant validity problems.    
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Furthermore, Hair et al. (2014) and Becker et al. (2012) suggested investigating the 
relationship of the constructs directly with dependent variable (s), rather than 
assessing the dependent variable with the high-order components directly. Following 
the above recommendations, this study has appropriately examined the relationships 
between P-O fit, personality, organizational climate and the mediating effect of job 
satisfaction on the relationships between the predictor (s) and the criterion variable i.e. 
job performance to fulfill the objective of the study mentioned earlier. Figure 4.5 and 








Figure 4.6  
Bootstrapping (Direct Relationship) 
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Figure 4.5, Figure 4.6 above is the structural model (bootstrapping) model for this study is for 
testing the hypothesis of the study the PLS algorithms and Bootstrapping were run. 
 
Table 4.12  
Structural Model: Test of Significance for Direct Relationship  
Hypotheses Relationship Std. Beta Std. Error T-value Decision 
H1 P-O Fit      JP 0.263 0.076 3.462** Supported 
H2 P               JP 0.412 0.063 6.482** Supported 
H3 OR           JP 0.249 0.065 3.857** Supported 
Note: **p<0.01,*p<0.05 
As presented in table 4.12, the statistical result has shown that Hypothesis 1 (H1) predicted P-
O Fit   is significantly related with job performance (JP). Result (Table 4.12, Figure 4.6) has 
shown a significant relationship between PO fit and JP (β = 0.263, t = 3.462, p< 0.01), thus 
hypothesis 1 (H1) is supported.   
 
Hypothesis 2 (H2) predicted that personality (P) is significantly related to job performance. 
Result (See Table 4.12, Figure 4.6) indicated that personality (P) had a significant relationship 
with job performance (JP) (β = 0.412, t =6.482, p < 0.01), so hypothesis 2 is supported. 
Equally, in examining the influence of organizational climate (OR) on job performance (JP), 
the result indicated that organizational climate had a significant relationship with job 
performance (β = 0.249, t = 3.857, p < 0.01), thus Hypothesis 3 (H3) is also supported. 
 
4.3.2.1 Coefficient of Determination (R
2
) for Direct Relationships 
Apart of the assessment of the significance and relevance, another most commonly used  
measure of  the evaluation of the structural model relationships in the PLS-SEM model is the 
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coefficient of determination or assessment of the level of R-square (Hair et al., 2011; Hair et 
al., 2012; Henseler et al., 2009). The R-square (R
2
) is the measure of the predictive accuracy 
of a model, which is calculated as the squared correlation between the endogenous construct‘s 
actual and predicted value (Hair et al., 2014). The R
2
 value represents the combined effects of 
the exogenous latent variables on the latent endogenous variable (Hair et al., 2010; Hair et al., 
2006; Hair et al., 2014). The R
2
 value of the endogenous variable of the direct relationships 
model is presented in Table 4.13. 
 
Although it is difficult to provide a threshold for the acceptable level of the R
2
 value as it 
largely depends on the complexity of a model and the research discipline, some researchers 
have stated some values as a rough rule of thumb (Hair et al., 2014). 
 
Specifically, a number of researchers consider the R
2
 values of 0.75, 0.50, and 0.25 as 
substantial, moderate, and weak respectively in the studies aims at explaining customer 
satisfaction or loyalty (Hair et al., 2014; Hair et al., 2011; Henseler et al., 2009). On the other 
hand, Chin (1998) proposed the R
2
 values of 0.67, 0.33, and 0.19, to be considered as 
substantial, moderate, and weak respectively in the PLS-SEM modelling.   
 
Table 4.13 




Job Performance 0.638 
 
As shown in Table 4.13, the exogenous latent constructs of this study (i.e., P-O fit, personality 
and organizational climate) explain 63.8 percent variance of job performance. Following Chin 
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(1998) recommendation, the R
2
 value explained by the exogenous constructs on the 
endogenous construct in their direct relationships is moderate.   
 
4.3.2.2 Assessment of the Effect Size (F
2
) for Direct Relationships 
Apart from evaluating the R
2 
value of the endogenous variable of this model (i.e., job 
performance), the change in the value of an R
2
 when a particular exogenous variable is 
excluded from the model is used to assess whether an omitted variable has any substantive 
impact on that latent endogenous variable.  Thus, this measure is termed as effect size (Hair et 
al., 2014). However, the effect size specifies the relative effect of a specific exogenous latent 
variable on the endogenous latent variable based on the changes in the R
2
  value as a result of 
excluding the former (Chin, 1998). Consequently, the effect size is measured using Cohen‘s 
formula (see Cohen, 1988; Hair et al., 2014; Selya, Rose, Dierker, Hedeker, & Mermelstein, 
2012; Wilson, Callaghan, Ringle, & Henseler, 2007) given as: 
 





         f
2 







 is the F-square value that determines the effect size of a specific exogenous on the 
endogenous. R
2
 Included is the R
2
 value of the endogenous variable before omitting a particular 
exogenous construct. And lastly, R
2
 excluded represents the changes in the R
2
 value of the 
endogenous variable after excluding a particular exogenous variable from a model. Based on 
the above formula, the f
2
 values of 0.02, 0.15, and 0.35, indicate small, medium, and large 












PO-FIT 0.638 0.600 0.105 Small 
Personality 0.638 0.555 0.229 Medium 
Organisational Climate 0.638 0.606 0.088 Small 
 
 
Table 4.14 represents the effects size assessment of the respective exogenous latent variables 
on the endogenous variable in their direct relationships. As seen from the aforesaid table, all 
the exogenous latent constructs that significantly affect the endogenous latent variable (see 
Table 4.14) have a small effect on P-O fit and organizational climate on latent variable (i.e., 
job  performance) except personality has a medium effect size on job performance based on 
the Cohen‘s (1988) formula.  
 
4.3.2.3 Predictive Relevance (Q
2
) for Direct Relationships  
In addition to the assessment of the level of the R
2
 value as a measure of predictive accuracy, 
researchers are also advised to evaluate Stone-Geisser‘s Q
2
 value (Geisser, 1974; Stone, 
1974). This criterion is an indicator of the predictive relevance of a model (Hair et al., 2014). 
This criterion can, however, be considered as an extra assessment of the model fit in the PLS-
SEM analysis (Duarte & Roposo, 2010; Stone, 1974), and thus the Q
2
 indicates how well the 
observed values are constructed the model as well as its parameter estimates (Chin, 1998).  
 
However, in this study a cross-validated redundancy criterion was employed to examine the 
predictive relevance (Q²) of the exogenous latent variables on the reflective endogenous latent 
variable (cf. Geisser, 1974; Hair et al., 2014; Hair, Ringle, & Sarstedt, 2013; Ringle et al., 
2012; Stone, 1974). Consequently, a model with the Q² greater than zero is assumed to have 
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predictive relevance (Henseler et al., 2009), and thus the higher the Q² the greater the 
predictive relevance (Duarte & Roposo, 2010). The Q² value obtained using the blindfolding 
procedure is presented in Table 4.15.   
 
Table 4.15 
Predictive Relevance for Direct Relationship: Q-Square (Q
2
) 
Construct SSO SSE 1-SSE/SSO 
Job Performance 935.0000 590.2018 0.3688 
 
Table 4.15 represents the blindfolding result of the cross-validated redundancy (Q
2
) of the 
latent endogenous variable of the direct relationships model of this study. As this cross-
validated redundancy (Q
2
) is greater than zero, it clearly indicates the presence of path model 
predictive relevance (Chin, 1998; Hair et al., 2014; Hayes, 2009). 
 
4.3.2.4 Hypotheses Testing the Mediating Relationship  
As can be seen in Figure 4.9 and 4.10, the second model specifically analysed the 
relationships  represented by hypotheses H4: PO-fit significantly relate with Job satisfaction; 
H5 personality significantly relate with Job satisfaction; H6: organization climate 
significantly relate with Job satisfaction.; H7: Job satisfaction  mediates  the relationship 
between P-O fit and job performance; H8: Job satisfaction  mediates  the relationship between 
personality and job performance; H9: Job satisfaction  mediates the relationship between 
organization climate and job performance. 
 
For all the aforementioned mediating hypotheses, the relationships were analysed using the 
general recommendations given for the mediation analysis (cf. Baron & Kenny, 1986; 
Preacher & Hayes, 2004, 2008), and specific suggestions for the PLS-SEM mediation 
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analysis (Klarner et al., 2013; Hair et al., 2014; Helm, Eggert, & Garnefeld, 2010; Sattler, 
Völckner, Riediger, & Ringle, 2010) as well as bootstrapping the sample distribution of the 
indirect effect, the technique of which is perfectly suited for the PLS-SEM (Hair et al., 2014). 
However, a mediating effect exists when a third latent variable intervenes between two latent 
constructs that have direct relationships (Hair et al., 2014). As such, this study strictly 
followed Hair‘s et al. (2014) guidelines for the mediator analysis in PLS-SEM (see Figure 
4.7). 
 
    Figure 4.7 
              Mediator Analysis Procedure in PLS-SEM 
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Thus, the following empirical test must be conducted (Hair et al., 2014):   
 Test the direct significant relationship without a mediator  
 Test the indirect effect via the mediator (i.e., path a and b), and  
 Test how much of the direct effect does indirect effect absorbs using variance 
accounted for (VAF).   
 
However, as the direct relationships between all IVs and the DV were already tested in the 
previous model (see Figure 4.5, 4.6, as well as Table 4.12), the researcher forged ahead to test 
the significance of path a (i.e., the relationships between all the IVs with the mediator) and 
path b (i.e., the relationship between the mediator and the DV). Then, the researcher analysed 
the mediating effects of job satisfaction between all IVs and the DV based on the 
bootstrapped indirect effects of the path relationships (see Table 4.17 and 4.18). Finally, the 
VAF analysis was carried out to determine the level of mediation. 
 
As in the case of direct relationships, the results of the paths (i.e., path a and b) were also 
estimated using bootstrapping analysis (see Figure 4.8 and 4.9). Consequently, the path a and 
b relationships were obtained from the PLS bootstrapping to ascertain the significance of the 
path coefficients (Hair et al., 2013), whereas indirect effects were calculated by multiplying 
path a by path b (i.e., a*b) as presented in Table 4.16  (cf. Hair et al., 2014).    
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Figure 4.8  
PLS Algorithm (Mediating Relationship) 
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Figure 4.9  
Bootstrapping (Mediating Relationship) 
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Table 4.16 
Structural Model: Bootstrapping Results for Indirect effect 
Path a Beta Path b Beta Indirect Effect 
(a*b) 
PO-fit-> JS 0.322 JS->JP 0.077 0.025 
P-> JS 0.048 JS->JP 0.077 0.004 




Structural Model: Bootstrapping Results for Direct relationship between IV to Mediator 
Hypotheses Relationship Beta SE T-Sta. Decision 
H4 PO_FIT->JS 0.322 0.064 5.051** Supported 
H5 P->JS 0.048 0.070 0.681 Not Supported 
H6 OR->JS 0.314 0.057 5.486** Supported 
 
 
As can be seen in Table 4.17, the result of the analysed relationships represented where 
PO-fit significantly relate with Job satisfaction. Hence, H4 is supported. In contrast H5 is 
not supported, the result shows that personality not significantly relate with Job 
satisfaction. It also indicates significant relationship between organization climate and 
Job satisfaction. Therefore, H6 was supported. 
 
Hence, the mediation effects can be determined based on the indirect effects as shown in 
Table 4.16. As such, the standard error (SE) is determined on the basis of bootstrapping 
results of indirect effects (i.e., bootstrapped a*b), while t value is determined as a*b/SE 
(Hair et al., 2014). However, as in the case of direct relationships‘ hypotheses in the 
previous subchapter (see Table 4.12), the mediation relationships are also interpreted 
using indirect path coefficients, SE, and t value as presented in Table 4.18. More so, the 
asterisk sign (*) represents the significance level of the mediating relationships based on 
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the predetermined alpha value. Specifically, 3 asterisk indicates that the relationship is 
significant at 0.01, 2 asterisk at 0.05, and lastly 1 asterisk indicates the level of 
significance at 0.10 alpha value.    
 
Table 4.18 
Structural Model: Test of Significance for Mediating Relationships 
Hypotheses Relationship Beta SE T-Sta. Decision 
H7 PO_FIT->JS->JP 0.025 0.013 1.936* Supported 
H8 P->JS->JP 0.003 0.007 0.557 Not Supported 
H9 OR->JS->JP 0.024 0.013 1.860* Supported 
**p < 0.01; *p < 0.05;  
 
Based on the results presented in the Table 4.18 above, job satisfaction mediate the 
relationship with PO-Fit (β=0.322, p<0.01), whereas the personality has not been 
mediated by job satisfaction. In another perspective, the statistical data proved the 
mediating effect of job satisfaction the relationship with organizational climate (β=0.314, 
p<0.01), therefor the mediating effect of job satisfaction between PO Fit and job 
performance (β=0.0.25, p<0.05).Whereas the personality and job performance have not 
been mediated by job satisfaction.  Nevertheless, job satisfaction mediate the relationship 
between organizational climate and job performance (β=0.024, p<0.05). 
 
To sum, as presented in Table 4.18, job satisfaction as mediator was found to mediate 
only four direct relationships significantly, while the other two have not been 
significantly mediated. On the other hand, although some of the mediating relationships 
are empirically supported based on path coefficients and T-Statistics, the hypotheses may 
not be supported when there is zero between the lower bound and upper limit of the 
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confidence interval that relies on bootstrapping standard error (see Hair et al., 2014; 
Preacher & Hayes, 2004, 2008, 2010, and 2013).  
 
4.3.2.5 Coefficient of Determination for Mediating Relationships 
As in the previous model for the direct relationships, the coefficient of determination or 
assessment of the R-square level (Hair et al., 2011; Hair et al., 2012; Henseler et al., 
2009) for the mediation relationships model was assessed in order to evaluate the amount 
of variance explained by the exogenous latent variables on the endogenous latent 
variables.  Unlike the previous model where there was only one endogenous latent 
variable, this model concerns with two latent variables (i.e., job satisfaction and job 
performance).  However, the R
2 
values are presented in Table 4.19. 
 
Table 4.19 






Job Performance 0.637 
Job Satisfaction 0.359 
 
 
As shown in Table 4.19, P-O Fit, personality, organizational climate and job satisfaction 
explain 63 percent variance in performance. Consequently, based on the Chin's (1998) 
suggestion, the R
2
 value explains by these latent variables on the target endogenous latent 
variable (i.e., job performance) is substantial. On another hand, 35 percent variance in job 
satisfaction as an endogenous latent variable is explained by exogenous latent variables 
(i.e., P-O Fit, personality and organizational climate), the result of which is considered as 
moderate based on Chin (1998). 
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4.3.2.6 Assessment of the Effect Size for Mediating Relationships 
Similarly, as in the case of direct relationship hypotheses testing, the change in the R
2
 
value when a particular exogenous variable is excluded from the model is used to assess 
whether an omitted variable has any substantive impact on the latent endogenous variable 
(Hair et al., 2014). Equally, the effect size is measured using the aforementioned Cohen's 
(1988) formula (see Equation 4.1),  and   the aforesaid rule of thumb as  f
2
 values of 0.02, 
0.15, and 0.35, indicate small, medium, and large effects respectively. Not like the case 
of first the model where there is only on latent endogenous variable (i.e., job 
performance), this model‘s effect size analysis concerns with two endogenous latent 




Assessment of the effect size for Mediating Relationship: F-Squire  
Constructs F
2
 (JP) Effect Size F
2
 (JS) Effect Size 
PO_FIT 0.074 Small 0.300 Medium 
P 0,223 Medium 0.002 None 
OR 0.069 Small 0.084 Small 
JS NA NA NA NA 
NA=not applicable 
 
As presented in table 4.20 above, it is obvious that the effect size of personality was 
medium, and the effect size of PO Fit and organizational climate were small. However, 
the effect size of job satisfaction was not applicable effect on job performance based on 




4.3.2.7 Predictive Relevance for Mediating Relationships 
In this model also, the study employed Stone-Geisser‘s Q
2
 value for measuring the 
predictive relevance of the exogenous latent variables on the endogenous latent variable   
(Geisser, 1974; Stone, 1974). Unlike the R
2
 that applies to all types of model, predictive 
relevance does not apply to formative endogenous latent variables (Hair et al., 2014). 
Consequently, a cross-validated redundancy criterion was employed to examine the 
predictive relevance (Q²) for only the reflective exogenous latent variable of this model 
(i.e., job performance). The Q² value obtained using the blindfolding procedure (see 
Figure 4.11) is presented in Table 4.21.    
 
Table 4.21 
Predictive Relevance for Mediating Relationships: Q-Square (Q
2
) 
Construct SSO SSE 1-SSE/SSO 
Job Performance 935.0000 590.4342 0.3685 
 
Table 4.21 and figure 4.11 represent the blindfolding result of the cross-validated 
redundancy (Q
2
) of the reflective endogenous latent variable of this model. As the cross-
validated redundancy (Q
2
) is greater than zero, it clearly indicates that there is a path 
model predictive relevance (Chin, 1998; Hair et al., 2014; Hayes, 2009).   
 
4.3.2.8 Assessment of the Magnitude of Mediating Effect 
Variance accounted for (VAF) is used to measure the extent of the indirect effect in 
relation to the total effect (see Helm, Eggert, & Garnefeld, 2010; Hair et al., 2014).  
In essence, this criterion determines the extent to which the variance of the criterion 
variable, which is explained by predicting variable, and how much of the variance of the 
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former is explained by the indirect relationship through the mediating variable (Hair et 
al., 2014). Thus, the following formula is given for calculating the magnitude of the 
mediating effect (i.e., job satisfaction) on the relationship between IV and DV (see Helm 
et al., 2010) 
a*b 
                  a*b+c 
 
Where:   
a*b:  represents the indirect effect  
c : represents the direct effect after controlling the path a and b (i.e., indirect effect) 
 
Table 4.22 
Assessment of the Magnitude of Mediating Effect: VAF 
Hypotheses Relationship Indirect Direct Total VAF Mediation 
H7 PO_FIT->JS->JP 0.0247 0.234 0.2587 24% Partial 
H8 P->JS->JP 0.004 0.407 0.411 NA NA 
H9 OR->JS->JP 0.024 0.407 0.431 23% Partial 
 
Based on the above given formula (see Equation 4.2), a VAF value of less than 20  
percent, 20 to 80 percent,  and 80 percent and above, represents no mediation, partial 
mediation, and full mediation respectively (Hair et al., 2014). Hence, as can be seen from 
Table 4.22, the VAF value of 24 percent for the H7 signifies the partial mediation of job 
satisfaction between P-O Fit and job performance. For H9 the VAF value of 23 percent 
indicates that job satisfaction the partial mediate the relationship between organizational 
climate and job performance. Conversely, VAF‘s assessment is not applicable to H8 has 
no mediation effect between these IVs and the DV.  
 
 
(4.2) VAF    = 
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4.3.3 Summary of Finding 
Having presented the results of the hypothesized relationships in the previous sections of 
this chapter, it is worthy enough to summarize such findings in a single table representing 
all the findings of the present study. Thus, Table 4.23 represents the summary of findings. 
 
Table 4.23 
Summary of Finding: Hypotheses Testing Results 
No Hypotheses Hypothesis Findings 
1 H1 There is a significant relationship between P-O fit and 
job performance. 
Supported 
2 H2 There is a significant relationship between personality 
and job performance. 
Supported 
3 H3 There is a significant relationship between organizational 
climate and job performance. 
Supported 
4 H4 There is a significant relationship between P-O fit and 
job satisfaction. 
Supported 
5 H5 There is a significant relationship between personality 
and Job satisfaction.     
Not 
Supported 
6 H6 There is significant relationship between organization 
climate and job satisfaction. 
Supported 
7 H7 Job satisfaction is a mediator in the relationship between 
P-O fit and job performance. 
Supported 
8 H8 Job satisfaction is a mediator in the relationship between 
personality and job performance. 
Not 
Supported 
9 H9 Job satisfaction is mediator relationship between 
organization climate and job performance. 
Supported 
 
As shown in Table 4.23, 6 hypotheses hypothesized to have direct relationships (i.e., H1, 
H2, H3, H4, H5 and H6). However, only 5 hypotheses are supported, whereas H5 is not 
supported.  For the mediating relationships, on the other hand, 3 hypotheses (i.e., H7, H8 
and H9) are tested, but only 2 hypotheses are supported (H7 and H9), while H8 is not 
supported empirically.  To sum, out of 9 hypotheses developed in this study, 7 
hypotheses are empirically supported, and the other 2 are not.   
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4.4 Summary of the Chapter  
This chapter has presented the results of the study. In summary, a response rate of 45% 
was achieved, followed by the demographic profiles of respondents. Specifically, the 
researcher examined the missing value, replaced and justified the reason for the 
replacement. The assessment of outliers was also performed, and the identified cases 
were deleted justifiably. Other preliminary tests performed in this study include 
normality, multicollinearity, non-response bias, and common method variance (CMV) 
assessments. Then, the descriptive statistics of the latent variables were also presented 
before conducting and presenting the main analysis. 
 
In the main analysis, the researcher started with the assessment of the measurement 
model. In that section, the researcher evaluated the reliability of individual item, assessed 
the internal consistency reliability and validity of the reflective models of this study. 
Subsequently in the measurement model analysis, the assessment of collinearity and 
significance test of the formative model were also conducted. Having satisfied the 
requirements of the measurement model, the researcher assessed the structural model.  In 
the structural model assessment, the researcher assessed the significance of the path 
relationships, the coefficient of determination, the effect size, as well as the predictive 
relevance of both direct and mediating relationships models. The researcher also 
evaluated the magnitude of the mediating effect on the direct relationships, and finally 





DISCUSSION, IMPLICATIONS, RECOMMENDATIONS AND 
CONCLUSION 
 
5.0 Introduction  
This chapter discusses the findings of the study in light of the research questions and 
objectives in relation to the underpinning theories and previous studies. It also discusses 
the theoretical and practical implications of the present study to both the body of 
knowledge as well as the context of the research. This chapter reviews the limitations of 
the study and suggests future research avenues based on the limitations. Finally, this 
chapter summarizes and concludes the study. 
 
5.1 Recapitulation of the Research Findings 
This study aims to provide an insight into the job performance among academic 
administrators in public universities of Thailand. Accordingly, this study aims to examine 
the mediating role of job satisfaction on the relationship between P-O fit, personality, 
organizational climate, and job performance of the academic administrators of 
universities in Thailand. Consequently, 187 valid survey data were gathered from the 
sampled respondents selected using purposing sampling from the southern universities of 
Thailand. Based on the collected data, the study was able to test 6 direct hypotheses and 3 
indirect hypotheses that were developed based on the four research questions and 
objectives (see Chapter One). 
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Specifically, the statistical results for the direct paths of the PLS-SEM path modeling 
supported that P-O fit is significantly related with job performance (H1) that was 
developed based on the research question and objective 1, proactive personality is 
significantly related with job performance (H2) that was developed based on the research 
question and objective 2, H3 was developed based on the research question and objective 
3 were also supported, where organizational climate is significantly related with job 
performance. P-O fit is significantly related with job satisfaction (H4) that was developed 
based on the research question and objective 4. In contrast, proactive personality was not 
significantly related with job satisfaction (H5) that was developed based on the research 
question and objective 4, organization climate was significantly related with job 
satisfaction (H6) that was developed based on the research question and objective 4. For 
testing the indirect relationship hypotheses (i.e., mediating relationship) H7, H8 and H9 
were developed based on research question and objective 4.  H7 and H9 were supported, 
where the results show that job satisfaction mediates the relationship between P-O fit and 
job performance and Job satisfaction mediates the relationship between organizational 
climate and job performance respectively, while H8 was not supported, where job 
satisfaction was not mediate the relationship between proactive personality and job 
performance. As conclusions, 7 out of the 9 hypotheses were supported, while the other 2 
were not supported based on the PLS-SEM modeling result.  
 
5.2 Discussion 
The present study aims to answer four research questions that were developed in section 
1.3. Therefore, this section mainly concerns with the discussions of findings with regard 
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to those questions in relations to the underpinning theories and previous research results 
in the available literature. Consequently, the sub-sections follow in this section are named 
after the relevant question that is discussed under a particular sub-heading or subsection. 
 
5.2.1 Direct Relationship between PO Fit and Job Performance 
The first research objective deals with the influence of P-O fit on job performance. 
Person-organization fit reflects the extent to which individual and organizational values 
match (Louis, 1980). Verquer et al., (2003) found that the value dimensions of 
congruence can better predict employees‘ attitudes, including job performance, 
organizational commitment, and intention to leave. To answer the first research question 
in this study concerning direct relationship between P-O fit and job performance, the 
study revealed a significant relationship between P-O fit and job performance.  This 
finding support previously discussed literature (e.g., Nikolaou, 2003; Farooguia & 
Nagendra, 2014; Kristof et al., 2005; Edwards & Shipp, 2012; Kristof & Billsberry, 2013; 
Ng & Burke, 2005; Ostroff & Judge,2012; Ostroff and Schulte,2012).  The finding 
clearly supported that those academic administrators experiencing higher fit are likely to 
have more positive outcome such as higher job performance. Academic administrators do 
complex work in an increasingly demanding environment. Also universities have focused 
on dual of knowledge creation and knowledge transmission through the processes of 
research, teaching. As the capacity of higher education widened, the need for qualified 
and compatible staff increased proportionally, which thus, enabled the universities to 
advance as rapidly. Because P-O fit has influence on many job attitudes and behaviors of 
employees, understanding the relationships between P-O fit and job related attitudes of 
150 
academic administrators is critical to the efficiency of administrative staff members and 
to the success of universities. Therefore, P-O fit plays an important role for academic 
administrators in variety of organizational settings. Besides that, the type of P-O fit that 
has been most consistently found to be associated with both individual and organizational 
outcomes is the fit between an employee‘s and an organization‘s values (e.g. Chatman, 
1989) or known as value congruence. This finding also support ASA theory that 
individual and organizations are the one situation that people are attracted to, are selected 
to be a part of, and remain with if there is good fit (Schneider, 1987). Therefore, greater 
levels of value congruence between academic administrators and universities are 
associated with their job performance. 
 
5.2.2 Direct Relationship between Proactive Personality and Job Performance 
The term proactive personality was introduced by Bateman and Crant (1993) and 
described as a personal disposition toward proactive behavior and to identify differences 
among people in the extent to which they take action to influence their environment. To 
answer the second research question in this study concerning direct relationship between 
personality and job performance, the study revealed a significant relationship between 
proactive personality and job performance.   The result suggests that there is a significant 
positive relationship between proactive personality and job performance. This supported 
the findings of the previous studies (Crant, 1995; Crant & Bateman, 2000; Seibert et al., 
1999, 2001; Thompson, 2005; Grant & Ashford, 2008; Grant, Parker & Collins, 2009; Li 
et al., 2010; Fuller & Marler, 2009; Thomas et al., 2010; Greguras & Diefendorff ,2010; 
Jawahar, Jawahar, Liu, & Liu, 2016) that reported significant relationships between 
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proactive personality and job performance. People who are highly proactive identify 
opportunities and act on them, show initiative, and persevere until they bring about 
meaningful change. They transform their organizations‘ missions, find and solve 
problems, and take it on themselves to have an impact on the world around them.  
Research also suggests that individuals higher on this trait engage in additional job 
activities beyond those which are required in their formal roles (Bateman & Crant, 1993; 
Parker, 1998).  
 
The finding of this study also indicates that academic administrators proactively act to 
seek solutions of the organizational problems, through assistance of colleague‘s 
association or through seeking outside sources to assist them to solve matter in order to 
handle their responsibilities in the job. Additionally, proactive behavior may initiate 
useful interpersonal contacts that provide valuable information or that position them to be 
more effective politically. Proactive people may also initiate process improvements or 
spearhead large-scale initiatives that increase job performance and organizational 
effectiveness. 
 
Less proactive people are passive and reactive; they tend to adapt to circumstances rather 
than change them. Moreover, research found the interaction between the personality and 
the situational factors can be meaningful in explicating work behavior, particularly job 
performance (Hogan & Holland, 2003).  Additionally, Crant (1995) found proactive 
personality to be predictive of objective job performance among real estate agents. 
Hence, the researchers suggested that proactive personality is related to a variety of 
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desirable individual and organizational outcomes (e.g. Fuller & Marler, 2009; Tornau & 
Frese, 2013), including objective career success (e.g. salary and promotions) and 
subjective career success (e.g. career satisfaction) (Seibertet al., 1999), job performance 
(Thompson, 2005), organizational citizenship behavior (Li et al., 2010), job satisfaction 
(Chan, 2006), affective commitment (Zhang et al., 2012),taking charge, and voice 
behaviors (Tornau and Frese, 2013). 
 
Consequently, this study found that proactive personality of academic administrators 
influence job performance was empirically supported by the PLS-SEM path model. This 
finding is particularly consistent and supported by the proactive personality formulation 
that the academic administrators who have high position in the universities they also have 
the proactive behavior such as taking initiative in improving current circumstances or 
creating new one or they will involves challenging the status quo rather than passively 
adapting to present conditions which they were to take action to influence their 
environments. Therefore, proactivity is related to job performance because it represents 
personal behaviors that are important elements for accomplishing work related tasks 
(Bateman & Crant, 1993). 
 
5.2.3 Direct Relationship between Organizational Climate and Job Performance  
Organizational climate is defined as the perception of work environment by the members 
of the organization including the working conditions and encouragement by the members 
of the organization including the work environment (Chen & Hu, 2008).  
 
153 
To answer the third research question in this study concerning the direct relationship 
between organizational climate and job performance, the study revealed a significant 
positive relationship between organizational climate and job performance. The finding is 
in line with previous studies (e.g., Thompson, 2005; Allen, 2003; Volkwein & Zhou, 
2003; Johnsrud, Heck & Rosser, 2000; Popa, 2011; Syed Ahmad Raza, Pir Mehr & Ali 
Shah Arid 2010; Fu, & Deshpande, 2014) that found positive relationship between 
organizational climate and job performance.  
 
Considering the nature of academic administrators tasks where they are being exposed 
with more work overload, role‘s conflict, role ambiguity, many deadlines and numerous 
meetings which may require lot of abilities to adjust and cope up with unexpected 
circumstances, which in turn will affect their job performance may call for more positive 
organizational climate such as conducive working conditions, encouragement from 
superiors, team support and resources in the work environment. Hence, organizational 
climate is very important because the relationship between members and social 
environment was expressed as behavior of the staff members which in turn affect job 
performance. Also show good commitment as well as the interpersonal relationship 
among the management and faculty they will achievement of organizational goal and 
their job performance.  
 
5.2.4. Direct Relationship between PO Fit and Job Satisfaction 
The fourth research objective examines the relationship between P-O fit and job 
satisfaction which state a positive relationship between P-O fit and Job satisfaction. The 
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statistical results suggest that there is a significant positive relationship between P-O fit 
and job satisfaction. 
 
The result is consistent with previous researchers (e.g., Chatman, 1989; Smith et al,1969; 
Bretz & Judge,1994; Kristof, 2005; Liu, Liu, & Hu, 2010; Fatma Nur Iplik & Kemal Can 
Kilic Azmi Yalcin, 2011; Farooquia & Nagendra, 2014) who found empirical support for 
the relationship between P-O fit and job satisfaction. Previous study support that job 
satisfaction is somehow essential as long as the employees perceive a good fit between 
their values and that of the organizations, they are more likely to be satisfied with their 
job.  The important role of academics in higher education besides teaching, research and 
publication, they are also the academic leaders with multiple roles and sometimes 
conflicting. It is not enough for them just to fit with their academic roles alone, but most 
importantly fit with organizational values as well.  Moreover they have been trained as 
scholars, their experience often does not prepare them for academic leadership.  Thus, the 
more congruence their values with an organizational values, the more satisfied they are.  
 
Another possible reason could be due to the essential role of academic administrators in 
the effective functioning of higher education institution are the perception of fit and their 
level of job satisfaction is an issue of concern to the leadership of universities. The 
findings of this study revealed, the answer is in the affirmative, and the perception of fit 
between individual employees and their work environment is central to the overall level 
of satisfaction of academic administrators.  As this study found perceived fit as a 
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predictor of job satisfaction, a higher level of fit leads to a high level of job satisfaction, 
which in turns contribute to individual and organizational outcomes. 
 
In conclusion, regarding the fourth hypothesis in the current study, there is significant 
relationship between P-O fit and job satisfaction among academic administrators of 
Thailand universities.   
 
5.2.5. Direct Relationship between Proactive Personality and Job Satisfaction 
The fourth research question and objective following hypothesis H5, shows insignificant 
relationship between proactive personality and job satisfaction (as indicated in table 
4.17). This study has contradicted several previous studies. Researcher have suggested a 
strong link between personality type, career initiative, which in turn influences job 
satisfaction (Lee, Sheldon, & Turban, 2003)  and also the research has been found 
proactive personality related to a range of positive outcomes, including job satisfaction 
(e.g. Li et al., 2010;  Fuller & Marler, 2009; Thomas et al., 2010).  Prior meta-analytic 
reviews also have suggested that proactive personality is related to a variety of desirable 
individual and organizational outcomes (e.g. Fuller & Marler, 2009; Tornau & Frese, 
2013), including job satisfaction (Chan, 2006) taking charge, and voice behaviors 
(Tornau & Frese, 2013). Additionally, research had shown the positive relationship 
between work attitudes and behaviors that are important to their workplace success 
(Gerstner & Day, 1997; Liden & Maslyn, 1998; Li et al., 2010; Zhang et al., 2012). 
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Possible reason could be due to the nature of proactive personality people. Thus, 
proactive personality academic administrators regardless of their job satisfaction can 
influence their surrounding environment such as challenge the status quo, and use 
initiative to solve problems. They are also more successful over the course of their 
careers, because they use initiative and acquire greater understanding of the politics 
within the organization.  
 
Another possible explanation for the insignificant result might be due to the participants‘ 
characteristics, who play role as an academic leader in Thai public universities.  
Commonly, as Thai people are greatly influence by their culture such as respect elder and  
highly consensus to avoid conflict, but yet this is not the character of proactive 
personality people such academic leader which seem to contradict the Thais culture. 
However, within the context of higher education where outside environment is changing 
greatly with high competition, it is importance to have people with proactive personality 
type who always have initiatives to adjust to their environment. This is very true when 
come to higher education institutions where they are imposed by so many challenges due 
to transformation in higher education institution. 
 
 In conclusion, regarding the fifth hypothesis (H5) and based on the fourth objective, this 
study concludes that proactive personality has no significant relationship with job 




5.2.6. Direct Relationship between Organizational Climate and Job Satisfaction 
The fourth research question and objective following hypothesis 6 shows significant 
relationship between organizational climate and job satisfaction among academic 
administrators. Supportive organizational climate is very critical to academic leaders 
since they are facing with evolving demands from both internal and external forces that 
create a turbulent environment for them.   Research has shown that strong and supportive 
leadership to administrators is imperative for the continuous enhancement of knowledge, 
skills, and performance of their staff (Cashin, 1996; McElroy, 2005). Green (1988) noted 
that college and university leaders are also in the business of creating other leaders. 
Traditionally, leadership in academic programs comes from within faculty ranks (Carroll 
& Wolverton, 2004).  Faculty members often become administrators simply because it is 
their turn.  Thus, good management policies contribute to job satisfaction especially 
participative decision making, providing opportunities for professional growth and 
rewarding for good performance.  This is in line with previous researches (Glisson & 
James, 2002; Shim, 2010; Schyns, van Veldhoven & Wood, 2009 ; Tsai, 2014) 
 
Organizational climate serves as a measure of individual perceptions or feelings about the 
environment by the members of the organization including managements or leadership 
styles, participation in decision making, provision of challenging jobs to employees, 
reduction of boredom and frustration, provision of benefits, personnel policies, provision 
of good working conditions and creation of suitable career ladder for academics 
(Nicholson & Miljus, 1992). Organizational climate has been shown to predict job 
satisfaction and other employee attitudes. For example, research found the leadership 
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climate have significantly associated with job satisfaction (Asenike, 2011; Glisson, 2007; 
Glisson & Hemmelgarn ,1998; Glisson & James, 2002; Shim, 2010; Schyns, van 
Veldhoven & Wood, 2009 ; Tsai, 2014). In another study, Peek (2003) found that 
organizational climates that exhibit characteristics such as having a high degree of 
autonomy, providing opportunities for employees, nurturing relationships among 
employees, showing interest in and concern for their employees, recognizing employees‘ 
accomplishments and holding employees in high regard result in more satisfied workers. 
Similarly, Brief (1998) found that salary, benefits and advancement opportunities were 
components of organizational climate that had a direct influence on job satisfaction. 
 
In the review of past research, the study has identified five primary domains of work 
environment perceptions: job characteristics (e.g., autonomy, challenge, and importance), 
role characteristics (e.g., ambiguity, conflict, and overload), leadership characteristics 
(e.g., goal emphasis, support, and upward influence), work group and social environment 
characteristics (e.g., cooperation, pride, and warmth), and organizational and subsystem 
attributes (e.g., innovation, management awareness, and openness of information (James 
& Sells, 1981; Jones & James, 1979). Therefore, the researchers found that psychological 
climate, operationalized as individuals‘ perceptions of their work environment, does have 
significant relationship with individual outcomes such as work attitudes (i.e., job 
satisfaction, job involvement, and organizational commitment), psychological well-being, 
employee motivation and job performance (Parker, et al., 2003).  
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This study concludes the same result as with the previous studies mentioned above such 
that positive organizational climate is associated with job satisfaction. 
 
5.3 The Mediating Effect of Job Satisfaction 
This study tested the mediating role of job satisfaction on the relationships between P-O 
fit, proactive personality and organizational climate with job performance, which was 
neglected by the previous studies, therefore, it should be noted that the findings regarding 
mediating effect represent the main contribution of this research. Possible explanations 
for the mediating effect of job satisfaction can be deduced from the theoretical 
perspectives rather than prior empirical studies. This is explored in the sections below.   
 
5.3.1 Mediating effect of Job Satisfaction on the Relationship between P-O Fit and 
Job Performance 
The fourth objective of this study is to examine the mediating effect of job satisfaction on 
the relationship between P-O fit and job performance. To achieve the research objective, 
the Hypothesis 7, which states that job satisfaction mediate the relationship between P-O 
fit and job performance was tested using PLS-SEM path modeling analysis. The finding 
indicates that job satisfaction plays a partial mediating role between P-O fit and job 
performance. This finding is expected, given the fact that all the mediating conditions 
have been met by this relationship (PO->JS->JP) where the path a represented by the 
relationship between P-O fit and job satisfaction is significantly affected, and, path b 
represented by the relationship between job satisfaction and job performance is 
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significantly affected. Finally, the direct relationship between P-O fit and job 
performance in the absence of   job satisfaction called path c is significant.   
 
As discussed before, the path a and path b are found to be significant. Hence, it can be 
concluded that there is a mediating role of job satisfaction in the relationship between P-
O fit and job performance. Moreover, since the result indicates that path c decreased 
when job satisfaction is introduced (path c), but, still significantly affected, job 
satisfaction partially mediated the relationship between P-O fit and job performance. 
 
The previous research has shown the direct relationships between P-O fit and individual 
outcome such as job satisfaction and organization commitment (Verguer et al., 2003). 
Unfortunately, less research has focused on the possible intervening variables that may 
help explain how P-O fit comes to impact these individual outcomes. This finding 
supports the assertion of ASA theory and TWA theory that job satisfaction depends on 
the individual‘s attitude which in turn lead to job performance.  
 
Looking from the context of the study, the nature of academic administrators who have  
variety of tasks and responsibilities and abilities to bring about change and influence the 
surrounding environment, the need for P-O fit is important to achieve job satisfaction 
which in turn influence their job performance.  
 
Based on the previous study, P-O fit show evidenced for several indirect effects on 
employee outcomes through psychological need satisfaction. Specifically, autonomy need 
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satisfaction mediated the relation between P-O fit and affective organizational 
commitment; competence need satisfaction mediated the relation between P-O fit and job 
performance, and all three psychological need satisfactions mediated the relation between 
P-O fit and job satisfaction (Greguras & Diefendorff, 2010). The results from their study 
explicate the processes through which P-O fit relates to employee attitudes and 
performance as also evidence in this study. 
 
5.3.2 Mediating effect of Job Satisfaction on the Relationship between Proactive 
Personality and Job Performance 
The fourth objective in this study is to examine the mediating effect of job satisfaction on 
the relationship between proactive personality and job performance. For that, Hypothesis 
8, which states that job satisfaction mediates the relationship between proactive 
personality and job performance, was tested using PLS-SEM path modeling analysis. The 
result shows that job satisfaction has no mediation effect between proactive personality 
and job performance. 
 
Further analysis shows that the relationship between proactive personality and job 
satisfaction (path a) is found to be non-significant, while the relationship between job 
satisfaction   and job performance (path b) is found to be significant. From that result, it 
is noticeable that one of the important conditions of mediating relationship (i.e., path b) is 
not met, which in turn leads  to the conclusion that job satisfaction does not mediating the 
relationship between proactive personality and job performance. 
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As has been discussed earlier, proactive personality is defined as the dynamic mental 
attributes and process that determine individual emotional and behavioral adjustment to 
their environment. In this research the proactive personality is considered as having 
relationship with the situation environment. There is also interaction between personality 
and situational factors that may be significant in exploiting work behavior, in particular 
job performance. This result is in line with finding of Hogan and Holland (2003) studies.  
 
In addition, this result is not surprising because some earlier literature (Seibert, Kraimer, 
& Crant, 2001) have examined mediating behavioral links between proactive personality 
and career satisfaction, but no such links have been established with the presumed 
relationship to job performance.  
 
The possible reason for insignificant mediating effect of job satisfaction between 
proactive personality and job performance could be due to the characteristic of academic 
administrators. They always have a greater sense of self-determination and they are more 
effective in seeking better solutions for improving their tasks. For the above reason, it 
seems that proactive personality possess by academic administrators help them adjust 
well to their work environment regardless of the need to achieve job satisfaction that 





5.3.3. Mediating effect of Job Satisfaction on the Relationship between 
Organizational Climate and Job Performance 
Finally, the mediating effect of job satisfaction on the relationship between organizational 
climate and job performance was tested in the current study. In order to achieve that, 
hypothesis 9, which states that job satisfaction mediates the relationship between 
organizational climate and job performance, was examined using PLS-SEM path 
modeling.  
 
The result demonstrates that the relationship between organizational climate and job 
satisfaction (path a) is found to be significant, and, the relationship between job 
satisfaction and job performance (path b) is found to be significant. Moreover, the direct 
relationship between organizational climate and job performance in absence of job 
satisfaction (path c) is found to be significant. Consequently, the mediating relationship 
among organizational climate, job satisfaction, and job performance is established. 
 
The previous research had discussed about the organizational climate interacts with 
individual in influencing job satisfaction and performance (Downey, Don, & Slocum, 
1975). They had clarified that organizational climate as an individual‘s perception of his 
work environment. It is a summative variable intended to represent the individual‘s 
filtering, structuring, and description of the numerous stimuli impinging on him or her 
from the organization. The argument is that for each individual there are environments 
which are more or less match the individual's personality characteristics. Individuals 
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congruent with their environment may be higher performers and express more job 
satisfaction than do those individuals experiencing a lack of fit. 
 
Some of organizational climate dimensions include perceptions about the extent to which 
new ideas are stimulated and welcome in their work environment. It also relates to the 
perceptions of employees whether or not the organization supports and encourages 
innovation (Lambert & Hogan, 2010). Thus, organization climate creates opportunities to 
improve academic administrators‘ job satisfaction and lead to better job performance.. 
The results are consistent with the finding of Garcia-Buades, Ramis-Palmer, and 
Manassero-Mas (2015).   
 
Whenever an academic administrators perceived their work environment such as good 
treatmenr from upper management and colleagues, participation in decision making, 
provision of good working conditions and creation of suitable career ladder of academic 
administrative are made available, they would experienced job satisfaction which in turn 
affect their job performance.  
 
5.4 Implications of the Study  
A number of theoretical and practical contributions have emerged from the present study. 





5.4.1 Theoretical Implication  
In this study, the conceptual framework was developed based on the literature gaps 
identified in the study and supported by the aforementioned two underpinning theories. 
Specifically, the hypothesized model has been supported and drawn on the platform of P-
O fit (Kristof, 1996), proactive personality (Bateman & Crant,1993), organizational 
climate (Chen & Hu 2008) and job satisfaction (Bhuian &Menguc, 2002) perspectives. 
Consequently, the study incorporated job satisfaction as the mediating mechanisms to 
explain better, and understand how and why individual match with organization namely 
P-O fit, personality, and organizational climate influence job performance in a rapidly 
changing environment.  
 
Based on its empirical findings, the current study has made several contributions to the 
further knowledge, particularly in the literature concerns with P-O fit, personality, 
organizational climate, job satisfaction and job performance.   
 
Firstly, the research has confirmed that the direct relationship between P-O fit and several 
individual outcome variables such as job satisfaction and job performance in Southern 
Thailand public universities context. In addition, the previous research had less study on 
P-O fit in higher educational sector. Since the global have changing rapidly, the higher 
education intuitions are under pressure to sustain academic excellence, quality assurance, 
and facing with limitation of resources.  This situation is holding true not only in 
developed countries, but also in other world regions including Thailand. Thus, Higher 
education of Thailand has contributed significantly to the development of the country and 
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consistently the well qualified of graduates of high professional. Therefore, academic 
administrators were held very important in achieving the universities goal. This study 
support the theories of attraction-selection-attrition which is based on the premise that 
similar people are attracted to and selected by organization whose goals are similar to 
their own or will enable them to attain their individual goals (Schneider, 1987). Similarly, 
the theory of work adjustment which is based on person‘s abilities (skills, knowledge, 
experience altitude, behaviors, etc.) correspond with the requirements of the role or the 
organization, the more likely it is that the person will perceive the job as satisfying 
(Dawis & Lofquist ,1984).  
 
The previous research that proposed and tested  P-O fit to understand individual behavior 
in organizations and also when there are congruence between individual characteristics 
and organization characteristics, performance and satisfaction tend to be high and stress 
tends to be low (Chatman, 1989, 1991; O‘Rcilly, Chatman, & Caldwell, 1991; Pervin 
1968; Kristof & Jansen,2012; Kristof & Billsberry, 2013). The finding implies that P-O 
fit have inference on job satisfaction and job performance among academic 
administrators in southern universities of Thailand. 
 
Secondly, the research found the significant between P-O fit, proactive personality and 
organizational climate with job performance as the outcome of this study. The results 
were in line with the past researchers where individual who have similar fundamental 
characteristic with organization such as values, attitudes and behavior, they are happier 
and more likely to stay and work through with their organization. (Finegan, 2000; 
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Kristof-Brown, Zimmerman, & Johnson, 2005; Ostroff, Shin, & Kinicki, 2005; Whitely, 
Dougherty, & Dreher, 1991; Bretz & Judge, 1994). The higher education system requires 
academic administrators who have the same characteristic with those universities. The 
conclusion of this study is that individuals and organizations are attracted to each other 
based on similarity. Schneider (1987) used ASA theory to explain the function of 
organization. He argued that organizations are one situation that people are attracted to, 
selected to be part of and remain with, if they are good fit with the organization, or leave, 
if they are not good fit with the organization. Therefore, the fit between personal traits 
and organizational values contributes to organizational identification and performance. 
 
 Thirdly, the research also was focus on outcomes of the study such as job satisfaction 
and job performance. People who share similar organization values may be more likely to 
contribute in constructive ways. When people feel more comfortable and competent in 
organizations that give them an authority to perform their work, they are more satisfied 
with their work because the organization fulfills what they need. Therefore, it is leading 
to increased productivity and achieved organizational goals. Following, the past research 
revealed a significant relationship with other work attitudes such as intention to quit, job 
satisfaction and organizational commitment and with behaviors such as organizational 
citizenship, turnover, and performance (e.g. Hoffman & Woehr, 2006; Kristof-Brown et 
al., 2005; Verquer, Beehr, & Wagner,2003). 
 
Finally, this study contribute to the body of knowledge by investigating the collective 
influence of P-O fit, proactive personality and organizational climate on job performance 
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in one research framework, where all the previous study were conducted in isolation and 
mostly in the developed countries. It expand the existing literature by employing the 
mediating role of job satisfaction to explain why and how P-O fit, proactive personality, 
organizational climate influence job performance which has been neglected by the past 
study. This study also supports the assertion of ASA theory and TWA theory jointly.  
 
5.4.2 Practical Implication  
The current research‘s findings have several practical implications. It has several 
implications for universities to improve the connection between individuals and 
organization goals; individual preferences or needs and organizational systems or 
structure; and individual personality and organizational climate which lead the way to 
improvement in performance.  
 
The results of this study provide useful information for human resource manager in 
decision making. Firstly, to find the similar characteristics of the person who has the 
same values, goals, personality traits, need, and abilities with their organization. 
Especially, the academic administrators who work as middle manage in universities. 
Thus, academic administrators have the capacity and ability to bring about change and 
influence the policy of the universities. They are the important person to help the 
universities in achieving their goals particularly, when the Thailand‘s higher education 
has reformed to becomes the autonomy university. The findings demonstrate that 
academic administrators who show value congruence with organizational value are 
satisfied with their work and perform better their jobs. Thus the management of the 
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universities need to ensure P-O fit do exist between academic administrators and their 
workplace. According to the previous literature that has demonstrated on consequences of 
P-O fit shows significant relationship with individual outcome variable such as job 
satisfaction and job performance, which is in term of selection process of organization 
(Chatman, 1989; Farooguia & Nagendra, 2014; Kristof et al., 2005).  
 
Thus, human resource management should assume an important role in ensure P-O fit. 
This finding suggests that the universities should recruits academic administrators who 
have similar fundamental characteristics (value and goals) which are attracted and 
selected by organization (Bowen, Ledford and Nathan, 1991). Briefly, it is important for 
human resource management to test the value and goals among them such as using 
psychometric test and web-based recruitment.  At least, the values and goals of the 
organization can be made clear and salient in recruitment ads or realistic job previews can 
be conducted, for instance, in campus presentations. By this way, candidates can have a 
prior knowledge about the valued characteristics or behaviors and assess the congruence 
between his/her values in determining the attractiveness of the organization. In addition 
to these, a questionnaire assessing the fit between the values of the person and the 
organization can be filled out by individuals in the attraction stage, and individuals with 
misfit can be eliminated from the candidate pool. Moreover, human resource 
management can develop socialization programs in order to maintain or improve the level 
of P-O fit of employees (Ash et al., 2002). 
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Secondly, proactive personality was found to significantly influence job performance. 
The individual that are highly proactive identify opportunities and act on them, show 
initiative and persevere until they bring about meaningful change (Bateman & Crant, 
1993). The finding of this study is also useful to the academic administrators who are 
relatively unconstrained by situational forces and who work effects environmental 
change.  Moreover, they are usually a very busy person with variety of duties, some of 
which are complex and sometimes conflicting. Accordingly, the previous literature was 
identifying proactive personality in which of people who have improvement opportunities 
and challenging the status, such as innovation, socialization, and career management 
(Crant, 2000). Thus, human resources management in universities should be 
conceptualized and developed to trigger proactivity among academic administrators for 
example, proactivity in career planning, career development programs and training 
programs on how to activate and trigger proactivity among them. In addition to 
enhancing career satisfaction and job performance is not only HR responsibilities but 
there are the other factors which influence the  individual and organization outcome  such 
as incorporate elements of culture management, an integrated strategy,  leadership 
development, coaching/mentoring, and recruitment and selection. Therefore, this finding 
will help the management of the universities to acknowledge the critical role of 
proactivity and bring goals of their members into fulfillment.  
 
Thirdly, the findings of this study provide some guideline to develop academic 
administrators in public universities in Thailand. According to OHEC 2010, the strategic 
plan is to develop higher education and to promote Thailand as a center of education in 
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ASEAN country. In addition Southern Thai was chosen in this study because it has long 
history of conflict and violence since 2004. This situation is challenging to academic 
administrators to work well in the area. 
 
The policy maker emphasizes the importance of the administration and management of 
the higher educational institution to achieve the national plan in Thailand. The findings 
suggest the need for a national policy to encourage academic administrators to develop 
their performance. In order to develop the capacity of universities therefore it is 
imperative to have academic excellence in their higher educational institutes.  By way of 
to bring the dimension of academic administrators‘ development, for example  mentoring 
and coaching in teaching, learning and university management; development university 
leadership; strengthening research capacity; and giving the successful academic awards. 
In addition, this finding provides some useful guideline to southern Thailand since there 
had been conflict and violence happened in the region, in consequent this will affect the 
educational system which resulted to low quality of education in this area. Therefore, 
academic administrators need to possess certain characteristics in order to perform better 
in such challenging environment. 
 
Finally, this study highlights the importance of the characteristics of the individual and 
organizational environment to influence individual outcome. Therefore, the finding of the 
present study indicated that job satisfaction mediated the relationship between 
organizational climate and job performance. Hence, it will help the management of the 
universities to ensure the current organizational climate characterized by elements such 
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as, the level of cooperation, receptivity towards the opinions of the group members, 
positive atmosphere which could stimulate performance. On the other hand, tense 
relations work group and organization, lack of cooperation of the members, indifference 
towards performance and other social climate need to be handle carefully. Thus, human 
resource management needs to preserve the positive organizational climate to ensure its 
positive influence on job satisfaction and job performance of academic administrators. 
Researchers suggested that psychological climate assessments should be a part of 
interventions that attempt to improve the quality of work life or reduce employee 
turnover (Hom et al., 1992).  
 
5.5 Limitations of the Study 
Several limitations of this study are identified. First, this research was conducted in the 
public universities of Southern Thailand only and it did not cover on private universities. 
In addition, higher education institutions systems were following the policy of the 
national strategic plan. Hence, the result of this study may not generalized to private 
universities since they have differences elements such as work environment, individual 
and organizational characteristics, and performance to achieve their goals. Moreover, 
OHEC have reformed Thailand higher education system in response to the emerging 
needs of the society and economy as targeted by the ASEAN community.   
 
Secondly, despite the fact that, there are so many variables that can predict job 
performance; this study has limited to only P-O fit, proactive personality, organizational 
climate and job satisfaction. Another shortcoming of this study is that, the performance 
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concept of this study was measured considering the individual perspective, where by 
neglect to focus on the organizational performance.  Furthermore, although this research 
targeted all types of academic administrators, there is a need to examine the performance 
of non-academic administrative staff as well.  
 
Third, quantitative method was adopted by the present study and relies on a single 
method of data collection (i. e., questionnaire) which was the only instrument used in 
gathering the data in this study. By limitation, the respondents may not always be willing 
to answer questions correctly. Consequently, the responses may likely not consistently 
and truly measure the study constructs. 
 
Fourth, this study was cross sectional in nature. It involves data collection within 4 
months, which can be considered as short period due to limited resources and time. 
Sekaran and Bougie (2011) asserted that one of the shortcomings of cross-sectional study 
is the inability to prove cause and effect association among variables. The framework of 
this study only provides a relationship between the variables, but did not provide a deep 
understanding of the cause and effect of such a relationship. 
 
Despite these shortcomings, the current study is a good effort to investigate the 
relationship between P-O fit, proactive personality, organizational climate and job 
performance of academic administrators in Thailand universities, with the mediating role 
of job satisfaction. Thus, the present study provides directions for future research as 
presented in next section.  
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5.6 Future Research 
According to the limitation highlighted in the previous section, recommendations and 
suggestion for further studies are provided in this section. 
 
In order to generalize the result it could be suggested for future studies to expand the 
sample frame to include private universities as well so that comparison can be made 
between public and private universities. Also, to consider the University of Neighboring 
Countries since universities of Thailand aimed to be the center of education in ASEAN 
Community. 
 
Longitudinal study also would provide a significant approach in testing the outcome of 
this study. Further research might be done by using qualitative technique or mix-method 
to delve deeper understand of the phenomenon of individual job performance, and to 
investigate it with other disciplines such as innovation, knowledge sharing, turnover 
intension, career success and human resource management practices. 
 
This study has achieved quite substantial to moderate R-Square value which was about 
63%-35.9% respectively for job performance and job satisfaction.  This shows that the 
selection of variable under study such as P-O Fit, proactive personality, organizational 
climate and job satisfaction is quite exhaustively done.   Future study should consider the 
same variables in different setting. 
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Finally, an important area for future studies is to understand the effect of P-O fit, 
proactive personality and organizational climate in enhancing job performance. In 
addition, other contextual variables, moderating influences, mediating effect, new study 
groups, and other contexts should be considered. 
 
5.7 Conclusions 
The main purpose of this study was to examine the influence of PO Fit, proactive 
personality and organizational climate on job satisfaction and job performance among 
academic administrators working in public universities in Southern Thailand at individual 
level. The mediating effect of job satisfaction on the relationship between PO Fit, 
proactive personality and organizational climate towards job performance was also 
tested.  As stated in the first chapter, nine research objectives were established for this 
study and four research questions were set to be answered. As discussed in chapter five, 
these objectives have been achieved and the four research questions have been answered.  
 
The research findings show that: First, PO Fit significantly related to job performance. 
Second, there is significant relationship between proactive personality and job 
performance. Third, there is significant relationship between organization climate and job 
performance. Fourth, job satisfaction serves as mediating effect in the relationship 
between PO Fit, organizational climate and job performance. But there is no significant 
mediating effect in the relationship between proactive personality and job performance. 
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While there are some studies that have investigated the direct relationship between job 
satisfaction and independent variables such as P-O fit, proactive personality and 
organizational climate. This study finds that P-O fit and organizational climate have a 
significant relationship with job satisfaction. In contrast, the result shows that proactive 
personality does not significantly related to job satisfaction.  
 The finding of the study reveals that the conceptual model, developed from the relevant 
exiting literature, is in line with the theories and empirical data. Consequently, it could be 
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Thank you for agreeing to participate in this study. 
I would appreciate it if you could answer the questions carefully as the information you 
provide will influence the accuracy and the success of the research. I hope you will take 
approximately 20 minutes to answer these questions. Thank you for your time in 
participating in this research. 
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SECTION 1: Personal Information 
Please tick  to the appropriate responses for questions 1-7: 
No. Data 
1 What is your gender? 
Male  Female  
2  Where is your workplace? (department/faculty/Center/Unit) 
Department………………..Faculty………………..Center……………… 
Unit………………………..Others please specify…………………………. 
3 What is your highest academic qualification? 
 Bachelor‘s Degree             Master‘s Degree              Doctoral Degree 
Others please specify…………………………. 
4 Which university do you work currently? 
Prince of Songkla University( songkla campus)  
 Prince of Songkla University( Pattani campus) 
Rajamangala University of Technology Srivijaya  
Thaksin University    
Songkhla Rajabhat University  
Yala Rajabhat University  
Princess of Naradhiwas University  
5 What is your current administrative job position? 
Dean  
Director 
Head of Department  






How many years have you work with this university? 
<5 years  6-10 years  11-15 years 
16-20 years  >21 years 
7 How many years have you been in the administrative job position? 
  -10 years  -15 years 
-20 years   
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SECTION 2:  Adaptive Performance 
Instructions: Indicate your agreement from 1 to 5 where 1 equals strongly disagree and 5 









































1 I do not hesitate to go against established ideas and 
propose an innovative solution. 
1 2 3 4 5 
2 Within my department, people rely on me to suggest 
new solutions.  
1 2 3 4 5 
3 I use a variety of sources /types of information to 
come up with an innovative solution. 
1 2 3 4 5 
4 I develop new tools and methods to resolve new 
problems. 
1 2 3 4 5 
Reactivity in the face of emergencies 
1 I am able to achieve total focus on the situation to 
act quickly. 
1 2 3 4 5 
2 I quickly decide on the actions to take to resolve 
problem. 
1 2 3 4 5 
3 I analyse possible solutions and their ramifications 
quickly to select the most appropriate one. 
1 2 3 4 5 
4 I easily reorganize my work to adapt to the new 
circumstances. 
1 2 3 4 5 
Interpersonal Adaptability 
1 I develop good relationships with all my 
counterparts to improve my interaction with them. 
1 2 3 4 5 
2 I try to understand the viewpoints of my 
counterparts to improve my interaction with them. 
1 2 3 4 5 
3  I learn new ways to do my job better in order to 
collaborate with such people. 
1 2 3 4 5 
4 I willingly adapt my behavior whenever I need to in 
order to work well with others 
1 2 3 4 5 
Training & Learning Effort 
1 I undergo training on a regular basis at or outside of 
work to keep my competencies up to date. 
1 2 3 4 5 
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2 I am on the lookout for the latest innovations in my 
job to improve the way I work. 
1 2 3 4 5 
3 I look for every opportunity that enables me to 
improve my performance. 
1 2 3 4 5 
4 I prepare for change by participating in every 
project or assignment that enables me to do so. 
1 2 3 4 5 
Managing work stress 
1 I keep my cool in situations where I am required to 
make many decisions 
1 2 3 4 5 
2 I look for solutions by having a calm discussion 
with colleagues. 
1 2 3 4 5 
3 My colleagues ask for my advice regularly when 
situations are difficult because of my self-control. 
1 2 3 4 5 
 
 
SECTION 3: PO Fit  
Instructions: Describe the fit between ―your values and the organization‘s values‖.           












































1 My values match or fit the values of this 
organization. 
1 2 3 4 5 
2 I am able to maintain my values at this company. 1 2 3 4 5 
3 My values prevent me from fitting in at this 
company because they are different from the 
company‘s values. 
1 2 3 4 5 
4 I feel that my personal values are a good fit with this 
organization. 
1 2 3 4 5 
5 This organization has the same values as I do with 
regard to concern about others. 
1 2 3 4 5 
6 This organization has the same values as I do with 
regard to honesty. 
1 2 3 4 5 
7 This organization has the same values as I do with 
regard to fairness. 




SECTION 4: Proactive Personality  
Instructions: Indicate your agreement from 1 to 5 where 1 equals strongly disagree and 5 








































1 I am consistently on the lookout for new ways to 
improve my life. 
1 2 3 4 5 
2 Wherever I have been. I have been a powerful force 
for constructive change. 
1 2 3 4 5 
3 Nothing is more exciting than seeing my ideas turn 
into reality. 
1 2 3 4 5 
4 If I see something I don‘t like, I fix it. 1 2 3 4 5 
5 No matter what the odds, if I believe in something I 
will make it happen. 
1 2 3 4 5 
6 I love being a champion for my ideas, even against 
others‘ opposition. 
1 2 3 4 5 
7 I excel at identifying opportunities. 1 2 3 4 5 
8 I am always looking for better ways of doing things. 1 2 3 4 5 
9 If I believe in an idea, no obstacle will prevent me 
from making it happen. 
1 2 3 4 5 
10 I can spot a good opportunity long before others 
can. 














SECTION 5: Organizational Climate 
Instructions: Indicate your agreement from 1 to 5 where 1 equals strongly disagree and 5 








































1 In this university, I often have been encouraged to 
propose new ideas. 
1 2 3 4 5 
2 In this university, I have been praised for my 
innovation behavior. 
1 2 3 4 5 
3 In this university, I can challenge other‘s ideas 
through positive thinking. 
1 2 3 4 5 
4 In this university, I was expected to work in a more 
creative way. 
1 2 3 4 5 
5 In this university, sufficient budget is provided to 
support development of an innovative project. 
1 2 3 4 5 
6 In this university, it is acceptable for staff member 
like me to fail to achieve the expected outcome 
while carrying out an innovative learning plan. 
1 2 3 4 5 
7 In this university, my superior value the 
contribution I made. 
1 2 3 4 5 






SECTION 6: Job Satisfaction 
Instructions: Indicate your agreement from 1 to 5 where 1 equals strongly disagree and 5 









































1 I am satisfied with every individual in my work 
group. 
1 2 3 4 5 
2 I am satisfied with my supervisor. 1 2 3 4 5 
3 I am satisfied with my job. 1 2 3 4 5 
4 I am satisfied with my current workplace. 1 2 3 4 5 
5 I am satisfied with my pay, as regards to my efforts 
and my skills. 
1 2 3 4 5 
6 I am satisfied with the progress I have made in this 
organization so far. 
1 2 3 4 5 
7 I am satisfied with chance for getting ahead with my 
current organization. 












End of questionnaire 
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ตอนที ่1 ข้อมูลทัว่ไปของผู้ตอบแบบสอบถาม 
ค าช้ีแจง โปรดท าเคร่ืองหมายลงในช่อง ตามขอ้มูลของท่าน 
1 เพศ 
ชาย  หญิง  
2 หน่วยงานท่ีสังกดั คณะ/ศูนย/์ส านกัฯ 
แผนก/ภาควิชา………………. ………… คณะฯ……………………………………ศูนยฯ์/ส านกัฯ………………….       
หน่วยงาน………………………………..อ่ืนๆ โปรดระบุ…………. 
3 การศึกษา 








มหาวิทยาลยันราธิวาสราชนครินทร์    
5 ต าแหน่งงานปัจจุบนั 
คณบดี  รองคณบดี/ผูช่้วยคณบดี หวัหนา้ภาค/สาขาวิชา                  
ผูอ้  านวยการ รองผูอ้  านวยการ                       หวัหนา้ส านกังาน       รองหัวหนา้ส านกังาน  
6 รวมระยะเวลาในการปฏิบติังานกบัมหาวิทยาลยัท่ีสงักดั 
นอ้ยกวา่ 5 ปี  6-10 ปี  11-15 ปี 16-20ปี  มากกวา่ 20 ปี 
7 รวมระยะเวลาในการปฏิบติังานในต าแหน่งงานการบริหาร 
นอ้ยกวา่ 5 ปี  6-10 ปี  11-15 ปี 16-20ปี  มากกวา่ 20 ปี 





ค าช้ีแจง โปรดท าเคร่ืองหมาย √ลงในช่องหมายเลข ท่ีตรงกบัความคิดเห็นของท่านมากท่ีสุด  
ข้อ รายละเอยีด ระดบัความคดิเห็น 








1 ท่านมัน่ใจในการแสดงความคิดเห็นต่อแนวทางท่ีมีอยูเ่ดิม และน าเสนอแนวทางท่ีเป็น
นวตักรรมใหม่ 
1 2 3 4 5 
2 เพื่อนร่วมงานไวใ้จในตวัท่านท่ีจะใหค้  าแนะน าวิธีการใหม่ๆ ในการแกปั้ญหา 1 2 3 4 5 
3 ท่านใชแ้หล่งท่ีมาของขอ้มูลท่ีหลากหลายชนิด เพ่ือให้เกิดนวตักรรมใหม ่ 1 2 3 4 5 
4 ท่านพฒันาเคร่ืองมือและวิธีการใหม่ในการแกไ้ขปัญหา 1 2 3 4 5 
ปฏกิริิยาการตอบสนองต่อการเผชิญปัญหาเฉพาะหน้า 
1 ท่านสามารถปฏิบติังานให้บรรลุตามเป้าหมายท่ีวางไวไ้ดอ้ยา่งรวดเร็ว 1 2 3 4 5 
2 ท่านสามารถตดัสินใจแกไ้ขปัญหาไดท้นัท่วงทีขณะปฏิบติังาน 1 2 3 4 5 
3 ท่านสามารถวิเคราะห์ เช่ือมโยงปัญหาและ เลือกวิธีการท่ีดีท่ีสุดในการแกไ้ขปัญหา     
ไดอ้ยา่งรวดเร็ว 
1 2 3 4 5 
4 ท่านสามารถปรับปรุงระบบงานให้ง่ายต่อการปรับตวัและเขา้กบัสถานการณ์ใหม่ๆ 1 2 3 4 5 
การปรับตวัให้เข้ากบัเพือ่นร่วมงาน 
1 ท่านสร้างความสมัพนัธ์ท่ีดีกบัเพ่ือนร่วมงานเพ่ือปรับปรุงการท างานร่วมกนั 1 2 3 4 5 
2 ท่านยอมรับความคิดเห็นของเพ่ือนร่วมงานเพ่ือการปรับปรุงและท างานร่วมกนั 1 2 3 4 5 
3 ท่านเรียนรู้วิธีการใหม่ ๆ เพ่ือการพฒันางานให้ดีข้ึน ให้ท  างานร่วมกบัเพ่ือนร่วมงานใน
ระดบัเดียวกนั 
1 2 3 4 5 




1 2 3 4 5 
2 ท่านแสวงหานวตักรรมใหม่ๆ เพ่ือท่ีจะปรับปรุงวิธีการท างาน 1 2 3 4 5 
3 ท่านแสวงหาโอกาสท่ีช่วยพฒันาสมรรถนะในการท างานของท่าน 1 2 3 4 5 
4 ท่านมีความพร้อมส าหรับการเปล่ียนแปลงโดยการมีส่วนร่วมในทุกโครงการหรืองานท่ี
ไดรั้บมอบหมาย 
1 2 3 4 5 
การจัดการความเครียดจากการท างาน 
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1 ท่านสามารถเก็บความรู้สึกภายใตส้ถานการณ์ท่ีตอ้งตดัสินใจในหลายประเด็น 1 2 3 4 5 
2 ท่านมองหาวิธีการแกไ้ขปัญหาโดยสนัติ โดยการมีส่วนร่วมของบุคลากร  1 2 3 4 5 
3 บุคลากรท่ีอยูภ่ายใตก้ารดูแลของท่านจะขอค าแนะน าในการแกปั้ญหาท่ีซบัซอ้นจากท่าน  1 2 3 4 5 
ค่านิยมของท่านต่อองค์กร 
1 ท่านมีค่านิยมร่วมท่ีสอดคลอ้งกบัค่านิยมขององคก์ร 1 2 3 4 5 
2 ท่านสามารถรักษาค่านิยมร่วมขององคก์ร 1 2 3 4 5 
3 ท่านสามารถด าเนินงานในองคก์ารน้ีภายใตค้่านิยมร่วมของท่าน 1 2 3 4 5 
4 ท่านมีค่านิยมส่วนบุคคลท่ีเหมาะสมกบัองคก์ร 1 2 3 4 5 
5 การท างานของท่านสอดคลอ้งกบัค่านิยมร่วมขององคก์ร เม่ือเปรียบเทียบกบัเพ่ือน
ร่วมงานอ่ืนๆ 
1 2 3 4 5 
6 องคก์รมีค่านิยมร่วมเหมือนกบัท่านในเร่ืองเก่ียวกบัความซ่ือสตัยสุ์จริต 1 2 3 4 5 
7 องคก์รมีค่านิยมเหมือนกบัท่านในเร่ืองเก่ียวกบัความเป็นธรรม 1 2 3 4 5 
บุคลกิภาพเชิงรุก 
1 ท่านมองหาวิธีการใหม่ ๆอยา่งต่อเน่ืองในการปรับปรุงการใชชี้วิต 1 2 3 4 5 
2 จากท่ีท่านเคยไปท างาน ท่านจะเป็นแรงผลกัดนัในการเปล่ียนแปลงท่ีสร้างสรรค ์ 1 2 3 4 5 
3 ท่านมีความต่ืนเตน้เม่ือเห็นความคิดเห็นของท่านไดรั้บการน าไปปฏิบติัจริง 1 2 3 4 5 
4 เม่ือท่านเห็นบางส่ิงบางอยา่งท่ีไม่ถูกตอ้ง ท่านจะแกไ้ขปัญหานั้น 1 2 3 4 5 
5  เม่ือมีความเช่ือในส่ิงนั้นท่านจะท าให้มนัเกิดข้ึน 1 2 3 4 5 
6 ท่านตอ้งการเป็นผูช้นะในการแสดงความคิดเห็น ถึงแมว้า่จะขดัแยง้กบัคนอ่ืนๆ 1 2 3 4 5 
7 ท่านฉลาดในการแสวงหาโอกาสท่ีดีกวา่ 1 2 3 4 5 
8 ท่านมกัหาวิธีการท่ีดีกวา่ในการกระท าส่ิงต่างๆ 1 2 3 4 5 
9 ท่านเช่ือในความคิดเห็น และจะผา่นพน้อุปสรรคท่ีกีดขวางการท างานของท่านได ้ 1 2 3 4 5 
10 ท่านสามารถมองเห็นโอกาสท่ีดีก่อนผูอ่ื้น  1 2 3 4 5 
สภาพแวดล้อมภายในองค์การ 
1 ท่านมกัจะไดรั้บการสนบัสนุนให้เสนอแนวความคิดใหม่ ๆ 1 2 3 4 5 
2 ท่านไดรั้บการยกยอ่งในเร่ืองการเป็นผูน้ านวตักรรมใหม่ๆอยูเ่สมอ 1 2 3 4 5 
3 ท่านมีความคิดท่ีทา้ทายกว่าผูอ่ื้น ในความคิดเห็นเชิงบวก 1 2 3 4 5 
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4 ท่านไดรั้บการคาดหวงัในการท างานให้มีความสร้างสรรคม์ากข้ึน 1 2 3 4 5 
5 องคก์รมีงบประมาณท่ีเพียงพอ เพื่อสนบัสนุนและพฒันาโครงการนวตักรรม 1 2 3 4 5 
6 องคก์รยอมรับไดถ้า้บุคลากรท างานลม้เหลวและไม่บรรลุผลตามท่ีคาดไว ้ในขณะท่ีการ
ด าเนินการนั้นเป็นไปตามแผนนวตักรรมการเรียนรู้ 
1 2 3 4 5 
7 ผูบ้งัคบับญัชาของท่านใหคุ้ณค่ากบัส่ิงท่ีท่านไดส้ร้างสรรคใ์หแ้ก่องคก์ร 1 2 3 4 5 
8 องคก์รให้อิสระในการแลกเปล่ียนความคิดเห็น 1 2 3 4 5 
ความพงึพอใจ 
1 ท่านมีความพึงพอใจกบับุคลากรทุกคนในกลุ่มงานของท่าน 1 2 3 4 5 
2 ท่านมีความพึงพอใจในหวัหนา้งาน 1 2 3 4 5 
3 ท่านมีความพึงพอใจในงานท่ีท า 1 2 3 4 5 
4 ท่านมีความพึงพอใจกบัสถานท่ีท างานปัจจุบนั 1 2 3 4 5 
5 ท่านมีความพึงพอใจกบัค่าตอบแทนเม่ือเทียบกบัความพยายาม ทกัษะและความสามารถ 1 2 3 4 5 
6 ท่านมีความพึงพอใจกบัความกา้วหนา้ในการท างานปัจจุบนั 1 2 3 4 5 

















Name of Expert 
 
No. Name  position Work place 
1 Dr. Onuma Suphattanakul 
 
Lecturer Faculty of Commerce and 
Management, Prince of Songkla 
University, Trang Campus, Trang 
Province, Thailand 
2 Dr.Khanungnit Hnuchek Director Student Career Development Center 
,125/502 Polpichai Rd. Hatyai 
Songkhla,Thailand 90110 
3 Dr. Patcharee Scheb-
Buenner 
Deputy Dean Didyasarin international college, 
125/502 Polpichai Rd. Hatyai 
Songkhla,Thailand 90110 
4 Dr.Phathraon Wesarat  Lecturer Faculty of Humanities and Social 
Sciences, Prince of Songkla 




Lecturer Faculty of Management Science , 
99 Moo.8 T.Khok 
Khian,Muang,Narathiwat 
96000,Thailand 
6 Tawan Rattanaprasert Head of Foreign 
Language  Program 
Faculty of Humanities and social 
Sciences, 
Songkhla Rajabhat University, 160 , 
Moo 4 , Tambon Khoa-Roob-Chang , 
Muang District , Songkhla 90000 
7 Rongdara Rochanahasadin Lecturer Centre for International 
Languages(CIL)  
Universiti Malaysia Perlis 
Asrama Pekerja,Jln Ulu Pauh, 






















Valid male 91 48.7 48.7 48.7 
  female 96 51.3 51.3 100.0 













21 11.2 11.2 11.2 
  faculty 133 71.1 71.1 82.4 
  center 23 12.3 12.3 94.7 
  Unit 9 4.8 4.8 99.5 
  other 1 .5 .5 100.0 
  Total 187 100.0 100.0   
 
 
3. Education  
 Education 
 







19 10.2 10.2 10.2 
  Master 99 52.9 52.9 63.1 
  Doctora
l 
69 36.9 36.9 100.0 








4. Work Currently 
 University 
 







21 11.2 11.2 11.2 
  psu(pattani) 22 11.8 11.8 23.0 
  Rajamangal
a 
31 16.6 16.6 39.6 
  tsu 22 11.8 11.8 51.3 
  skru 45 24.1 24.1 75.4 
  yru 29 15.5 15.5 90.9 
  pnu 17 9.1 9.1 100.0 
  Total 187 100.0 100.0   
 
 









Valid dean 16 8.6 8.6 8.6 
  deputy dean 73 39.0 39.0 47.6 
  head of program 38 20.3 20.3 67.9 
  director 11 5.9 5.9 73.8 
  deputy director 21 11.2 11.2 85.0 
  head of 
department 
24 12.8 12.8 97.9 
  deputy of 
department 
4 2.1 2.1 100.0 










Appendix E cont… 
 




 Time U 
 





Valid <5 27 14.4 14.4 14.4 
  6-10 48 25.7 25.7 40.1 
  11-15 37 19.8 19.8 59.9 
  16-20 26 13.9 13.9 73.8 
  >20 49 26.2 26.2 100.0 
  Total 187 100.0 100.0   
 
 
7. Year of work in administrative 
 
 Time admin. 
 





Valid <5 109 58.3 58.3 58.3 
  6-11 58 31.0 31.0 89.3 
  11-15 14 7.5 7.5 96.8 
  16-20 5 2.7 2.7 99.5 
  >20 1 .5 .5 100.0 











List of Participants for Preliminary Interview 
 
No. Name  position Work place 
1 Dr.A Head of Department Faculty of Commerce and 
Management, Prince of Songkla 
University, Trang Campus, Trang 
Province, Thailand 
2 Dr.B Director Student Career Development Center 
,125/502 Polpichai Rd. Hatyai 
Songkhla,Thailand 90110 
3 Dr.C Deputy Dean Didyasarin international college, 
125/502 Polpichai Rd. Hatyai 
Songkhla,Thailand 90110 
4 Dr.D Deputy Dean Faculty of Humanities and Social 
Sciences, Prince of Songkla 
University (Pattani Campus), Pattani 
94000, Thailand 
5 Dr.E Deputy Dean Faculty of Management Science , 
















Interview Protocol Questions 
These questions asked aspects of the job surprised YOU the most when taking their first 
appointment as an academic administrator. 
Please answer the question bellow: 
1. You position might require you to evaluate your colleagues. Do you prepare for the 


























6. Do you find that your roles as academic administrator hinder you from devoted to 
teaching, research and publication? 
………………………………………………………………………………………
………………………………………………………………………………………
………………………………………………………………………………………
……………………………………………………………………………………… 
 
 
Thank you 
 
